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ABSTRACT
Tills study o f secondary teacher selection ascertained which selection criteria
administrators regarded as important and which criteria were used, ascertained which
procedures administrators regarded as important and which procedures were used, and
ascertained which problems administrators encountered in selecting secondary teachers.
An Analysis of Variance procedure was conducted to ascertain whether differences existed
in administrators' perceptions related to the size o f school, to the location of the school, and
to administrative role.
Data were collected by securing responses to a questionnaire mailed to a stratified
(by enrollment size) random sample of 768 public school administrators in North Dakota,
South Dakota, and northwestern Minnesota. Demographic questions were included.
The most valued criteria were ability to relate to students and ability to get along
with others, while the most utilized criteria were ability to relate to students and ability to
control students. The most valued procedures were phone call to previous employer and
principals involved in interview, while the most utilized procedures were personal
references and letter of application. The highest ranked problems were inadequate salary or
benefits and too few good applicants.
The demographic differences were analyzed by examining "clusters" o f similar
items. A numDer o f significant differences were found between different-sized schools
regarding which criteria clusters and procedures clusters were regarded as important and
reportedly used. Larger schools placed more value and reported greater utilization in all the
criteria clusters and almost all of the procedures clusters. Problems clusters grew in
seriousness as the size o f the school decreased.
IX

No differences were found between variously located schools regarding which
criteria clusters and procedures clusters were regarded as important or reportedly used.
The problems clusters grew in seriousness as the distance of the school from a community
o f 25,GOO increased.
Superintendents placed greater value on and reported higher utilization of all criteria
clusters than did secondary principals. Superintendents placed more emphasis on the
procedures clusters o f examinations and background, while secondary principals placed
greater value on interviews. There were no significant differences between superintendents
and principals regarding the perceived seriousness o f the various problems clusters.

CHAPTER I

10DUCTI0N
There is a considerable body o f literature recognizing that the selection of teachers is
one of the most critical decisions made by a school administrator. "The impact of poor
teaching on children is so serious that the selection process in education is a matter of
critical concern" (Castetter, 1986, p. 152). The selection of teachers has been and
continues to be greatly influenced by beliefs and values of school administrators. Deciding
the necessary qualities of good teachers is an essential part of decision making for school
administrators in teacher selection. Knowledge about the procedures available to measure
reliably those necessary qualities is also essential. Determining the appropriate criteria and
procedures is further complicated by a number of obstacles which may not allow the
school administrator to hire the "best" teachers. Thus, selection of teachers is a complex
and sometimes frustrating process.
Need for the Study
Recent literature supports the conviction that a need exists to continue investigation
into teacher selection practices. The need for this particular study lies in itr investigation of
three informational items concerning school administrators’ views regarding teacher
selection. It is intended to provide insight into the criteria valued and employed,
procedures valued and used, and problems experienced. This insight was to be derived by
examining perceptions of practicing school administrators. There has been considerable
attention in the literature to the subjects of criteria and procedures; there has been less
attention to problems associated with teacher selection. Further, there has been almost no
attention to selection issues in smaller schools. A central part of the present study was to
1
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assess whether or not there exists differences in selection criteria, procedures, and
problems relating to size of school and relating to the location of the school. Another need
was to ascertain whether or not a contrast exists between the perceptions of secondary
principals and superintendents.
The literature urges continuing attention to the study of selection criteria and
procedures; the present study was judged to have the potential to corroborate or to
contradict and to expand similar studies conducted elsewhere. The subject of selection
problems has been less extensively studied. The present study addresses that deficiency.
The four educational groups that could benefit from this study are the faculty at
teacher and administrator training institutions, school principals, central office
administrators, and prospective teachers. College and university staff could use the
knowledge of criteria and procedures valued by school administrators in teacher selection,
along with perceived problems, to assist prospective teachers and administrators in better
understanding the teacher selection process. Practicing school administrators, both
principals and central office administrators, could find this study useful for them in the
important role they hold in the selection of teachers. Comparing study findings to their
own practices and perceptions might encourage a reflective monitoring of those practices
and perceptions. Knowledge o f characteristics, skills, attributes, and competencies deemed
valuable by school administrators could assist prospective teachers in seeking em ploym ent
A further benefit would be a better understanding of differences in perceptions of
administrators in schools o f various sizes, in schools o f various locations, and in different
roles in relation to the criteria and procedures they value the most, along with their
perceptions of the problems encountered in teacher selection.
Purpose o f the Study
The purpose o f the study was to ascertain which criteria administrators regarded as
important in selecting secondary teachers, together with an assessment regarding whether
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or not they reportedly used those criteria; to ascertain which procedures administrators
regarded as important in selecting secondary' teachers, together with an assessment
regarding whether or not they reportedly used those procedures; and to ascertain which
problems administrators encountered in selecting competent secondary teachers. For the
first two elements (criteria, procedures), data were compared with similar studies
conducted elsewhere. In the case of the third element (problems), no comparable study has
been found even though several articles enumerate perceived problems. Thus, the present
effort augments earlier studies and breaks new ground.
Procedures
To conduct the present study an instrument was developed and mailed to a stratified
random sample of 768 public school system administrators (superintendents and secondary
principals) in North Dakota, South Dakota, and northwestern Minnesota. The returned
data were tallied and repotted. The general findings were reported. Further statistical
analyses, using a Tukey Analysis of Variance procedure, were conducted to ascertain if
there were differences by size of school, if there were differences by location of school in
relationship to a community with a population of 25,000 or more, and if there were
differences in the perceptions by role-secondary principals and superintendents.
The survey instrument, a three-part questionnaire, was constructed to determine the
perceptions o f school administrators on a number o f criteria, procedures, and problems
which the available research suggested regarding teacher selection. The survey was mailed
to prospective respondents on February 28, 1993; a follow-up reminder was mailed on
March 15, 1993. O f the 768 surveys mailed, 539 were returned for an overall return rate
of 70.18%. The complete picture of the procedures employed in the study are reported and
the findings are analyzed in later chapters.

4
Research Questions
This study was designed to answer questions relating to teacher selection criteria,
procedures, and problems. The following research questions were investigated in this
study:
1. What secondary teacher selection criteria do administrators value?
2. What secondary teacher selection criteria do administrators employ?
3. What secondary teacher selection procedures do administrators value?
4. What secondary teacher selection procedures do administrators employ?
5. W hat are administrators' perceptions regarding the seriousness o f certain
problems (obstacles) associated with secondary teacher selection?
6. Do the perceptions of respondents, regarding the importance of secondary
teacher selection criteria, differ based on the size of the secondary school?
7. Do the ratings o f respondents, regarding the utilization of secondary teacher
selection criteria, differ based on die size of the secondary school?
8. Do the perceptions o f respondents, regarding the importance o f secondary
teacher selection procedures, differ based on the size of the secondary school?
9. Do the ratings of respondents, regarding the utilization of secondary teacher
selection procedures, differ based on the size o f the secondary school?
10. Do the perceptions o f respondents, regarding the seriousness o f secondary
teacher selection p r o b le r r d if f e r based on the size of the secondary school?
11. Do the perceptions of respondents, regarding the importance o f secondary
teacher selection criteria, differ based on the location of the secondary school in relationship
to a community with a population of 25,000 or more?
12. Do the ratings of respondents, regarding the utilization of secondary teacher
selection criteria, differ based on the location of the secondary school in relationship to a
community with a population o f 25,000 or m ore9
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13. Do the perceptions o f respondents, regarding the importance o f secondary
teacher selection procedures, differ based on the location of the secondary school in
relationship to a community with a population of 25,000 or more?
14. Do the ratings of respondents, regarding the utilization of secondary teacher
selection procedures, differ based on the location o f the secondary school in relationship to
a community with a population of 25,000 or more?
15. Do the perceptions of respondents, regarding the seriousness of secondary
teacher selection problems, differ based on the location of the secondary school in
relationship to a community with a population o f 25,000 or more?
16. Do the perceptions of respondents, regarding the importance of secondary
teacher selection criteria, differ based on the role of the respondent—secondary principal or
superintendent?
17. Do the ratings of respondents, regarding the utilization o f secondary teacher
selection criteria, differ based on the role o f the respondent—secondary principal or
superintendent?
18. Do the perceptions of respondents, regarding the importance of secondary
teacher selection procedures, differ based on the role of the respondent—secondary
principal or superintendent?
19. Do the ratings of respondents, regarding the utilization of secondary teacher
selection procedures, differ based on the role of the respondent-secondary principal or
superintendent?
20. Do the perceptions of respondents, regarding the seriousness of secondary
teacher selection problems, differ based on the role of the respondent-secondary principal
or superintendent?

6

1. The study was confined to a stratified random sample o f 384 public schools in
North Dakota, South Dakota, and northwestern Minnesota. The northwestern Minnesota
counties included, in the sample were Becker, Beltrami, Cass, Clay, Clearwater, Crow
Wing, Douglas, Grant, Hubbard, Kittson, Lake of the Woods, M ahnomen, Marshall,
Morrison, Norman, Otter Tail, Pennington, Polk, Pope, Red Lake, Roseau, Steams,
Stevens, Todd, Traverse, Wadena, and Wilkin. The selection o f a sample had an
intentional enrollment size stratification. Results may not be generalizable beyond this
area or beyond the sizes employed.
2. The investigation o f perceptions concerning personnel selection criteria,
procedures, and problems was limited to the employment of classroom teachers for
secondary schools.
3. The study did not take into consideration the financial well-being of the
school districts or the amount of money expended in teacher selection.
4. The . aidy involved individuals from only two roles, those of secondary
principal and superintendent, even though many districts involve others in the selection
process.

For the purpose o f this study the following terms, phrases, and operational
definitions were used:
Teacher selection: the decision-making process in which one individual is chosen
over others to fill a position on the basis of how well characteristics o f the individual match
the requirements o f the position.
Selection procedures: the steps or processes followed by school district personnel
for the purpose of selecting a teacher.
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Selection criteria: those qualities, attributes, preservice qualifications, and
experience used by administrators to assess teacher candidates.
Selection problems: those obstacles that prevent a school district from attracting
and/ or selecting the best possible candidate.
Small schools: those public secondary schools with less than 100 students in
membership (grades 9-12) as listed in their respective educational directories published for
the 1992-1993 school year.
Medium-sized schools: those public secondary schools with 100-199 students in
membership (grades 9-12) as listed in their respective educational directories published for
the 1992-1993 school year.
Large schools: those public secondary schools with 200 or more students in
membership (grades 9-12) as listed in their respective educational directories published for
the 1992-1993 school year.
Valued: an adjective employed with "criteria” and "procedures" which, in this
study, is synonymous with a perception of importance.

The following assumptions were made in designing and conducting this study:
1. Superintendents and secondary principals are in key positions to make
judgments concerning criteria, procedures, and problems associated with secondary teacher
selection.
2. Superintendents and secondary principals responded to the survey
conscientiously and with candor.
3. The sample of school district superintendents and secondary principals will be
representative o f the universe throughout North Dakota, South Dakota, and northwestern
Minnesota.
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4. The first two parts o f the three-part questionnaire instrument, which adapted
criteria and procedures from instruments employed in earlier studies, can accurately assess
the perceptions and practices of superintendents and secondary principals concerning
teacher selection criteria and procedures.
5. The third part of the three-part questionnaire instrument, which was generated
from statements o f problems contained in the literature, can measure accurately the
perceptions o f superintendents and secondary principals concerning teacher selection
problems.
6. The questionnaire, as constructed for this study, provided the necessary or
adequate information to compare and contrast the perceptions and practices of
administrators among schools of various sizes, among schools o f various locations, and
between different administrative roles.
Organization
The remainder of this study was organized in the following manner. Chapter II
provides an examination of the literature, an extensive review of selection criteria, selection
procedures, and problems encountered in selecting teachers. Chapter II is organized under
the subheadings of importance o f teacher selection, systematic approaches to teacher
selection, complexity of teacher selection, criteria valued and utilized in teacher selection,
procedures valued and utilized in teacher selection, and problems in teacher selection
Chapter in presents the methodology and procedures employed in this study under the
subheadings of literature examination and instrument development, population studied and
method used to collect data, and data analysis. Chapter IV includes an analysis o f the data
under the subheadings o f general description of the data; preparation for the analysis of
responses by size, location, and role; analysis by school size, analysis by school location,
and analysis by administrative role. Chapter V presents the summary of the findings and
conclusions; recommendations for policy, practice, and funner study are also included.

CHAPTER II

REVIEW OF THE LITERATURE
The purpose o f the study was to ascertain which criteria administrators regarded as
important in selecting secondary teachers, together with an assessment regarding whether
or not they reportedly used those criteria; to ascertain which procedures administrators
regarded as important in selecting secondary teachers, together with an assessment
regarding whether or not they reportedly used those procedures; and to ascertain which
problems administrators encountered in selecting competent secondary teachers. A
corollary purpose was to analyze whether or not differences exist in administrators'
perceptions related to the size of the school, administrators' perceptions related to the
location o f the school, and perceptions by administrative role.
Six themes were pursued during the literature search and the research investigation:
(1) importance of teacher selection, (2) systematic approaches to teacher selection,
(3) complexity of teacher selection, (4) criteria valued and utilized in teacher selection,
(5) procedures valued and utilized in teacher selection, and (6) problems in teacher
selection.
Literature about the subject of teacher selection is abundant. Over 100 references
were examined which, in aggregate, provided an extensive review of recent literature
regarding criteria, procedures, and problems in teacher selection. An effort has been made
to provide a representative sampling of the current literature (in general, the last 15 years)
and to provide some indication o f probable future trends. The literature review consisted of
research findings, repons of research findings, personnel books, professional journals,
and position statements. Decisions regarding the scope of this examination had to be made.
9
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For example, research on recruitment and its relationship to and effect on selection,
centralized versus decentralized decision making in selection, and the legal issues
associated with the issue of equal opportunity in selection are limited in scope or completely
ignored in this review. The review of the general literature on the importance and
complexity of the subject was not exhaustive though there was an attempt to review ail
recent study regarding the other subsections contained in the chapter. The purpose o f this
chapter, then, is to review current literature relating to the criteria, procedures, and
problems in the selection o f teachers.
Although literature in teacher selection is extensive, research focusing specifically
on employment decisions is somewhat limited. The studies were found to fall into four
categories.
The first type of study examines the influence o f certain variables (such as age,
gender, or race) on employment decisions. Research by Place (1989), Shields and Daniele
(1982), Young and Allison (1982), and Young and Schmidt (1987) provide examples of
this approach. Findings in these studies are mixed.
The second group o f studies is characterized by the survey method of gathering
data. Research by G arm an (1990), Johnson (1976), and King (1991) and the efforts of
this writer provide examples o f this approach.
The third category o f studies approaches the topic using a naturalistic paradigm to
investigate selection from local perspectives. These studies examine the selection process,
criteria, procedures, problems, and decisions o f administrators in selected geographic,
cultural, or socioeconomic contexts. Research by Owens (1992), Sievers (1989), and
Wise, Darling-Hammond, and Berry (1987) provide examples o f this qualitative approach.
The final category consists of efforts to correlate predictors such as grade point,
average, ratings, and test scores with subsequent teacher performance. These validity
studies are often driven by the search for criteria and procedures that will make selection
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more objective and thus less prone to error. This research on selection activities for
employment has focused on criteria and procedures which provide good predictors of
iture candidate performance. Research by Gillies (1988), Nesbit and Tadlock (1986),
and Obermeyer (1989) provides examples o f this approach. Results of such studies are
inconclusive; however, a number of them failed to find positive correlations between
teacher performance and commonly used selection procedures and criteria. Nesbit and
Tadlock (1986) explained that this failure to find positive correlations may be related to
both the "insufficient discrimination of teaching differences produced by the evaluation
procedure to justify use of the evaluation score as a criterion" and the "insufficient
discrimination of applicants in the selection procedure itself' (p. 13). Also questions about
the reliability o f these predictors are often raised. Researchers (Kowalski, McDaniel,
Place, & Reitzug, 1992) confirmed what most hiring officials sense: "no single criterion or
procedure can accurately predict the success o f a teacher" (p. 34). Jensen (1987)
suggested that research employing multivariate analysis, rather than single measures, is
needed and may hold the most promise in predicting success as a teacher. The multivariate
studies demonstrate that combinations of cognitive and personal factors may predict
success as a teacher.
Castetter (1992) defined personnel selection as "a decision-making process in
which one individual is chosen over another to fill a position on the basis o f how well
characteristics of the individual match the requirements of the position" (p. 147), Castetter
(1992) stated:
The primary aim of selection is to fill existing vacancies with personnel who meet
established qualifications, appear likely to succeed on the job, will find sufficient
position satisfaction to remain in the system, will be effective contributors to unit
and system goals, and will be sufficiently motivated to achieve a high level of
self-development, (p. 147)
Rebore (1991) pointed out that a selection decision may r alt in four possible
outcomes:
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Two are correct decisions and two are errors. The correct decisions occur when the
individual hired proves to be successful on the job or when a rejected applicant
would have performed inadequately. The process has failed when a rejected
candidate could have performed successfully or when the individual hired performs
inadequately, (pp. 99-100)
Jensen (1987) noted that the most capable candidates may not be the first to be hired
and offered the following three explanations for this phenomenon: complexity o f the
teaching function, insufficient attention to hiring, and inadequaif

’ction techniques.

Importance of Teacher Selection
Among the many tasks facing school administrators, the task o f teacher selection is
one of the most important when one considers the quality of education for children. The
following are a few o f the statements found in the literature regarding the importance of
teacher selection:
* The best opportunity to improve teaching and learning in a school is when a new
teacher is hired. (Donaldson, 1990, p. 4)
* Recruiting and selecting teachers may be the most important task school
administrators perform. The quality of any school district depends more upon
the quality o f its staff than upon any other factor. (Jensen, 1987, p. 5)
* The teaching staff is the foundation on which a successful learning environment
is built. (McPartlaiid, 1990, p. 465)
* Schools need high-quality teachers in the classroom: No other element of the
education process is as crucial for students to succeed. (Ross, 1991, p. 19)
* Our greatest contribution is to be sure there is a teacher in every classroom who
cares that every student, every day, learns and grows and feels like a real human
being. (SRI Perceiver Academies, 1994, p. 1)
* The most important factor in improving the quality of services delivered by a
public school system is identification and selection of competent personnel.
(Woods, 1986, p. 2)
Others (Bredeson, 1983; Bridges, 1986; Castetter, 1992; Frasc, 1991) have concurred with
the idea tha: the selection o f teachers is one o f the most critical decisions made by a school
administrator.
Although the human consequence of selection, because o f its impact on learning is
considered to be of critical importance, the financial impact of poor selection decisions
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cannot be ignored In other words, good selection is not only significant in fulfilling an
obligation to educate children effectively but also a responsibility affecting the school
district's finances. Rebore (1991) recognized the cost o f selecting an employee as a major
expenditure in his calculation that a typical minimum cost for selection was $1,000 per new
employee. Castetter (1992) observed that "millions of dollars are involved in poor
selection decisions, which create personnel problems such as alienation, tardiness,
absenteeism, unsatisfactory performance, grievances, and litigation" (p. 148). Marcum
(1988) noted that many new teachers are leaving the profession; therefore, success in
selecting teachers who will continue m the field is important regarding the management of
the district's funds.
Even though the importance of teacher selection has long been recognized, at least
in the literature, that importance appears to have been elevated in recent years for three
reasons. First, the shortage of teachers in certain fields, along with shortages in certain
regions of the country, has heightened the desire to be more selective and more successful
where a limited pool o f candidates exists. According to The Job Search Handbook for

Educators: 1993 ASCUS Annual, there are teacher shortages in certain fields in all regions
of the country. Generally, filling vacancies in math, science, some foreign languages, and
special education has been difficult, while considerable surplus remains in physical
education and social studies. Currently, there is also a shortage of candidates in many
areas o f the country (Association for School, College and University Staffing, 1993).
Jensen ( I >87) noted that the teacher marketplace is increasingly competitive, especially for
those urban and isolated rural areas. Thus, teacher shortages have made the task of
selecting the best candidates even more challenging as districts seek ways to improve
teacher supply, quality, and retention. A related reason for care relates to the departure of
women and the shortage of minorities. There is evidence that the teaching profession is
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attracting less capable college graduates. Jenkins (1984) observed, "With fewer able
young people being attracted to teaching and with the attrition of qualified women and
minorities from the profession, the need for effective teacher selection methods is especially
true" (p. 50). Castetter (1992) summarized the issue by stating that "as the competition
increases for qualified talent to conduct the work of the educational systems, the process
involved in locating, attracting, selecting, and socializing human resources becomes even
more critical for organizational effectiveness" (p. 111).
A second reason for heightened concern relates to the demand for accountability in
the schools and questions regarding the quality of education and o f teachers in the public
schools. This concern was triggered by the President's Commission on Ex silence in
Education published report, A Nation at Risk (1983). This report, along with the other
reform literature of the 1980s, appears to have brought about greater interest in improving
selection techniques. Donaldson (1990) pointed out that "as attention to the quality o f the
teaching force has heightened, the need has grown to identify, select, and socialize the best
teachers into America's schools" (p. 1).
Finally, the equal opportunity of employment laws, affirmative action requirements,
and numerous court decisions since the 1960s have brought about extensive changes in
criteria and procedures used in the selection of teachers (Castetter, 1992). The basis of
these legal efforts is to combat inappropriate and, now, illegal discrimination.
Discrimination in selection practices based upon age, race, color, gender, national origin,
religion, and handicapping conditions is prohibited. Castetter (1992) included the
following in his list of major equal employment opportunity legislation and executive
orders: Civil Rights Act of 1964, Age Discrimination in Employment Act (1967), Equal.
Employment Opportunity Act of 1972, and Americans with Disabilities Act (1991). School
administrators ought not only to be more careful in their selection decisions, but also to
avoid litigation by ensuring that their selection activities and processes are open, equitable,
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and legal. They have attempted to do this by carefully scrutinizing their selection practices,
to avoid bias and improve their selection practices (Bredeson, 1983; Castetter, 1992).
Thus, the importance of careful selection, always recognized, may have become even more
important than in the recent past Hale (1981) observed:
If mistakes are made in the selection process, the resulting time necessitated either
in supervision or procedure for dismissal and possible litigation resulting from such
dismissal is much more time consuming than sound personnel process to enable
capable personnel to be selected initially, (p. 4)
A poorly planned or hasty decision can precipitate a potentially endless flow of
personnel problems. "The employment of the wrong person can reduce the effectiveness
of instruction, jeopardize existing working relationships among staff members, and require
costly remedial support" (Webb, Montello, & Norton, 1994, p. 151).
The selection o f quality staff is o f critical importance and provides school districts a
"window o f opportunity" to improve the quality of instruction (Bridges, 1986). This
opportunity may be lost unless more effective selection processes are devised and
implemented.
Systematic Approaches to Teacher Selection
The literature contains consistent and forceful arguments that recognize the
importance o f careful and systematic teacher selection practices. That view is not
contradicted. The literature recognizes, too, that substantial costs, efforts, time, and
possibility o f error reside in selection processes. Castetter (1992) and others assert that,
given these circumstances, an effective, systematic selection structure (by which is meant a
"standard" system which all candidates follow) is a requirement for all school districts.
The purpose o f a selection process is to organize selection data in a way that information
about candidates can be compared to job qualifications (criteria) in order to make good
decisions (Castetter, 1992; Kopetskie, 1983). Dale (1991) recognized that with so much
riding on teachers, district officials can afford nothing less than a well-reasoned, reliable
hiring process.
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Kahl (1980) suggested that because most schools do not have an established policy
for selecting teachers, the most important step toward unproving the process is the
development of a common set o f procedures and practices. For such a systematic approach
to be effective, it "must be tailored to the unique goals, values, philosophies and needs o f
each district or school" (Heynderickx, 1°87, p. 1).
There are a number of benefits derived from using a systematic selection process.
First, information is collected more completely and consistently for the decision-making
process. Objectivity can be heightened and random error reduced if a systematic process of
teacher selection is installed. Second, execution of a systematic process helps gather
information pertinent to the job and reduces the likelihood that inappropriate and
unnecessary questions will be asked that may lead to an inappropriate decision. Third, a
well-planned, systematic selection program can create a reputation for the district of being
fair and of hiring only staff members o f high quality. Fourth, a systematic selection
process can provide a higher level o f legal protection. Finally, a systematic process will
reduce the tendency of interviewers to talk too much or to make hasty decisions during
interviews. Systemizing the selection process is essentially the incorporation o f a rational
decision-making process (Nesbit & Tadlock, 1986). A systematic selection process
minimizes the amount o f wasted time; reduces random error, increases reliability, validity,
and structural consistency; and improves the prediction of probable jo b success (Caliendo,
1986; Castetter, 1992; Hickey, 1970; Mickler & Solomon, 1986; Nesbit & Tadlock, 1986;
Nicholson & M clnemey, 1988; Saville, 1986). A systematic teacher selection process
should be tailored to the unique goals, values, philosophies, and needs of each district or
school (Castetter, 1992; Mickler & Solomon, 1986; Nesbit & Tadlock, 1986) and can be
used fairly for all applicants; and once developed it can be tailored for future vacancies
(Castetter, 1992; Kahl, 1980; Rebore, 1991; Saville, 1986; Webster, 1988).
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The starting point for a systematic selection process should begin with a
board-adopted policy (Castallo, Fletcher, Rossetti, & Sekowski, 1992). Sound policies
comprise fair treatment of candidates, proper training o f interviewers, consideration o f a
variety of information about candidates, and ongoing assessment of selection processes
(Jensen, 1987). A 1989 American Association o f School Administrators (AASA) Critical
Issues Report suggested that a "thorough understanding of tire criteria and selection
procedures may deter a board member from attempting to influence the hiring process for
personal or political reasons" (Steuteville-Brodinsky, Burbank, & Harrison, 1989, p. 21).
A rational and uniform basis for personnel selection provides the applicant, the community,
and the school staff assurance that competency is a key factor determining the selection of
a candidate (Castetter, 1992).
A good decision-making process for the selection of excellent staff is long,
complicated, and time consuming (Castetter, 1992; Hickey, 1970; Sick & Shapiro, 1991).
There is a need to establish role requirements, to determine the kinds of data needed to
select competent mdi'ytuuuis, and to decide what devices and procedures an, to tx u„-,cd m
gathering the data. The criteria for the position, the qualifications of a person to fill the
position, the instruments to be used to gather information about the candidates, and how
the information will be assembled into a candidate profile for the purpose of comparison
should be spelled out before actually entering the actual selection procedure
(Nicholson & M clnemey, 1988). Deciding what the necessary qualities of good teachers
are, along with the unique qualities for a specific position, is an essential part of decision
making for school administrators in teacher selection. Knowledge about the procedures
available to measure reliably those qualities also is essential. People responsible for the
teacher selection process must be aware of the various individual characteristics of teachers
and must have methods available to them to determine where an individual might best
serve. Kahl (1980) included the following recommendations in his review of the literature:
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develop a systematic program of selection, use a variety of information-gathering methods
and selection criteria, establish selection criteria at the local level, and tailor selection criteria
to specific vacancies.
There are several models of the selection process in the literature. The models and
steps in the selection process described in the writings of Donaldson (1990) and Rebore
(1991) contain many o f the steps common to most o f the models. The Donaldson process
consisted o f the following eight steps:
1. Job analyses: determine what the job entails
2. Selection criteria: determine the teacher characteristics, qualities, knowledge,
and skills required by the job
3. Generating a pool o f candidates: advertise internally and externally to create
the best possible pool
4. Data collection: gather data pertinent to the selection criteria
5. Paper screening of the pool: rating all candidates on the assembled data
6. Personal interview: invitations sent to candidates to appear in the district, to
be interviewed
7. Weighing all data and making a decision: rank all candidates in the final pool
8. Notification of candidates: offer the position to the top candidate and ensure
acceptance then notify the unsuccessful candidates. (Donaldson, 1990, p. 2)
Rebore's (1991) model suggested the ten following steps:
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Write the job description
Establish the selection criteria
Write the vacancy announcement and advertise the position
Receive applications
Select the candidates to be interviewed
Interview candidates
Check references and credentials
Select the best candidate
Implement the job offer and acceptance
Notify the unsuccessful candidates, (p. 100)

Most selection processes include the following steps: reception, central screening
interview, completion and review of application blanks, completion o f tests required by the
system, decentralized interview, background investigation, nomination, and appointment
(Castetter, 1986).
In spite of the evidence that hiring good teachers is among the most important tasks
performed by a school administrator, "many school systems rely on a poorly conceived
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selection process, draw from a limited pool of candidates, and hire teachers who frankly
are far from the best available" (Frase, 1991, p. 23). Most superintendents admit they need
more training in selection of staff. At best, they have taught themselves, learned on the
job, gone to workshops on the subject, and shared techniques with colleagues.
Castetter (1986) argued that it is not difficult to make a case for a thorough selection
process, regardless o f the system size. It is crucial that school administrators assess the
decision-making processes and the types o f information sources they rely on for the
selection of personnel in their districts (Bredeson, 1983). "Structural consistency adds to
the validity of the selection process, which in actuality is a procedure for determining that
very costly investment for the school" (Saville, 1986, p. 3). "The expenditure of time,
money, and effort is wasted when people selected for positions fail to meet organizational
expectations" (Castetter, 1986, p. 151).
Complexity o f Teacher Selection
Hiring teachers is not only one of the most important decisions school
administrators are called upon to make, but it is also one of the most complex. Teaching is
a complex task and so much of the difficulty of teacher selection arises from the complexity
of the teaching function (Webster, 1988; Wise et al., 1987). "In fact, the act of teaching is
so < >mplex that it defies attempts to describe it fully or to measure it accurately. This lack
of description and measurement make fsicl the selection of capable teachers particularly
difficult" (Jensen, 1986, p. 3). Heynderickx (1987) commented on the complexity o f the
teaching function in this way:
The teacher selection process cannot be made simple or automatic. There is no
checklist o f qualities an administrator can look for to determine who is likely to
become an outstanding teacher. Teachers must possess a special blend o f skills,
personality characteristics, and knowledge if they are to become a teacher whom
students will admire, work hard for, and truly learn from. (p. 1)
Decisions regarding criteria and procedures are further complicated by a number o f
obstacles which may not allow the school administrator to hire the best teachers, as will be
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seers later in this review. Thus, selection o f teachers is an important, complex, and
sometimes frustrating decision-making process. Bredeson (1986) recognized personnel
selection as an important and complicated decision-making process which involves the
perception, assessment, and evaluation of a variety of types o f information that are
available to a decision maker. Because this information may be inaccurate, incomplete,
irrelevant, or simply false, the decision maker must carefully filter through this
information.
Wise et al. (1987) stated that "to acquire the best available teachers, school districts
must define positions, advertise and search for qualified candidates, screen them according
to well-defined criteria, hire the most qualified, and place them where their skills best fit the
needs of the students" (p. 1). "The closer the match between the context in which
performance assessment and later teaching occur, the better the performance measure will
predict later teaching effectiveness" (Wise et al., 1987, p. 7). There is, in short, a need for
co: gruency between the teacher attribui, ..„U the position .^quucincnis.

Crilsr&Yaliied and .Utilized-in Teacher Selection
The purpose o f the selection process is to hire individuals whose qualifications
match the specific job criteria and who will be successful on the job after being employed
(Castetter, 1992; Hendrickson, 1983; Kahl, 1980; Kopetskie, 1983). In order to improve
teacher selection and the quality of teaching in the classrooms, it is necessary to know what
characterizes a competent teacher within each particular context. Steuteville-Brodinsky
et al. (1989) recognized that "to recruit and employ the best available teachers, school
administrators need a clear idea o f the kind o f teaching they want in their schools and the
kind of teachers who will serve their students best" (p. 36). The study and
conceptualization of what is wanted in an outstanding teacher is just as critical to the entire
selection process as are the ultimate procedures. The purpose of selection criteria is to
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"delineate those ideal characteristics that, if possessed by an individual to the fullest extent
possible, would ensure the successful performance of the job" (Rebore, 1991, p. 102).
Garman (1990) stated that "while there is an overall affirmation of the need for
good teachers, the criteria of exactly which qualities characterized an effective teacher are
much harder to ascertain and are open to interpretation" (p. 22). Wise et ai. (1987), in their
case studies o f several school districts, revealed that "while many district selection
procedures appear on there fsicl face, to be similar, there are substantial differences in the
criteria embodied in selection tools used and the weights placed on different teaching
ability" (p. v). Differing selection criteria are reflected in the types and content of the
selection procedures as well as in the weights applied to the various cnic
measures vary according to the vain
di

Criterion

of the selection team and the philosophy of the

arying emphases and perceptions o f teacher qualities strongly suggest that there

is no firm consensus nor easily discernible pattern o f characteristics which, when
possessed by teachers, produce effective teaching.
Many years of research data from teacher effectiveness studies have led to the
conclusion that the behavioral characteristics o f effective teachers are almost too numerous
and complex for generalizations and that no single set o f skills, attitudes, interests, or
abilities consistently discriminates between effective and ineffective teachers (Wise et al.,
1987). Different positions have quite different characteristics and it is erroneous to assume
that a common set of criteria will work in all situations. "Operational definitions of the
'good teacher' vary across and within school districts" (W ise et al., 1987, p. 83). For
example, some school districts may favor academic qualifications while others favor
interpersonal skills or teaching competencies.
Still, "in spite of the differences of opinions concerning the criteria of teacher
selection, general agreement exists that specific traits, qualities, and competencies should
govern the process of teacher selection" (Masanja, 1990, p. 74). There is overwhelming
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evidence that the effectiveness o f different selection criteria depends largely on the nature of
the local environm ent Wise et al. (1987) suggested that effective teacher selection depends
on "the goodness-of-the-fit between the character of the candidate and the school's
clientele" (p. 146). Kahl (1980) suggested that criteria should be established locally and
should be tailored to the specific vacancy. The school district must be clear about the
nature of a position, the job expectations, and any special qualities required of applicants
(Jenkins, 1984). Consideration of the contextual conditions seems to be critical to the
development of selection criteria. Selecting a candidate who is "cr igruent" with the
context was a dominant theme in Sievers’ (1989) literature review. Therefore, assessing
needs and establishing specific criteria desirable in the person to fill that position is a crucial
first step in improving teacher selection (Nicholson & M clnemey, 1988).
Bolton (1973) noted that clearly defined criteria can serve as standards for
measuring candidates against each other. Assuring that competent people are selected
requires compiling a clear understanding o f what competencies (set forth in explicit
language) the school expects its staff members to possess and what criteria to use in the
selection process (Woods, 1986). Kopetskie (1983) suggested that an important step in
improving teacher selection is that of reviewing and updating teacher selection criteria,
which includes putting those criteria in writing. However, man)’ school districts have
no written criteria regarding effective teacher characteristics (Brodinskv,
Burband, & Harrison, 1989). It appears that many administrators do not take the
necessary time nor care sufficiently to clearly define and articulate what they are looking for
in a teacher. Neither do they articulate how they will determine if the candidate meets
selection criteria. In short, the school personnel must take the time to define, through an
honest and thorough appraisal of all the pertinent factors, the kind of individual who will be
most comfortable and productive working in their school. Developing clear criteria for the
selection of teachers and specifying the particular vacancy increases the districts' likelihood
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of hiring a successful teacher. The candidates whose qualities, skills, and attitude best
meet district criteria should be hired (Shelton, 1989). Moreover, carefully specified
criteria will not only help in the hiring of competent teachers but will aiso provide a certain
level of legal protection.
Good selection criteria are the result o f taking time to analyze the position available
and developing the criteria from local sources. This should include specific rather than
general guides for the position. "Logical sources include your schools' teacher evaluation
instrument (the criteria), the school system's curriculum guides, and your schools' overall
philosophy" (Jinks, 1985, p. 23). Steuteville-Brodinsky et al. (1989) expanded that list of
sources to include school board policies on staff hiring, job descriptions, and the school
district’s goals and objectives. Castetter (1992) further identified a number of methods o f
gathering information about position requirements to "include examination of the position
holder, interviews with the position holder, description by the incumbent, and design o f the
position models for testing assumptions about actual requirements" (p. 157). These
sources can help establish criteria that are closely tied to the district's conception of a good
teacher. "In developing criteria for teacher selection, consideration must be given to the
complex interaction o f teacher behavior, learner behavior, and environmental factors in the
teaching-learning process" (Bolton, 1973, p. 56).
Criteria for use in teacher recruitment and selection may be developed by
consultants, administrators, or teams of teachers and administrators. One earmark of
professionalism is the authority wielded by members o f the profession when it comes to
determining the criteria by which they will be selected and evaluated (Duke & Canady,
1991). Steuteville-Brodinsky et al. (1989) suggested that the criteria can be developed
successfully by one, several, or all o f the following individuals and groups: the
superintendent, director of personnel and assistants, principals, teachers, board of
education, a committee drawn from various segments of the school staff, and from citizen
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or parent groups. Steuteville-Brodinsky et al. further suggested that teachers can develop
the criteria through staff development activities.
Since a single selection criterion cannot be relied on exclusively, "the employment
decision should be based on a combination of techniques to maximize the probability of
achieving the desired match between position and person" (Castetter, 1992, p. 164). The
consensus o f research findings is that school administrators often fail to assess multiple
information sources about candidates and fail to assess thoroughly the necessary
knowledge, attributes, and skills needed for good teaching. Decisions to hire teachers may
be based too often on inadequate selection criteria and procedures. Since teaching requires
proficiency in many interrelated skills, a teacher selection decision should be based upon
multiple, comprehensive, and balanced measures of academic qualifications, personal
characteristics, and teaching performance (Castetter, 1992; Jensen, 1987; Webster, 1988;
W ise et al., 1987). Selection decisions should be based on the use of a variety o f criteria
weighted to reflect the district's definition of a good teacher.
In his historic review o f the literature, G arm an (1990) noted that the initial criteria
for teaching in early America were simply a knowledge of the subject matter and a desire to
teach, along with varieties of attention to the candidate's religion, politics, personality, and
social standing. Criteria used for the selection of teachers reflected emphasis on academic
performance and selected personal attributes. In Kahl's (1980) review of the literature, he
found that the most widely used and valued selection criteria were student teaching
performance, communication skills, personality traits, academic credentials, and physical
appearance.
Recent literature divides criteria into a number of general areas (clusters). Smith
(1980) recognized three critical criteria groups: (1) mastery of fundamental knowledge,
(2) mastery o f instructional (including interpersonal) skills necessary to be an effective
teacher, and (3) use o f skills and knowledge to best fit the needs o f the system and the
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school. Kahl (1980) created four categories: (1) academic credentials, (2) personal
characteristics, (3) professional qualities, and (4) background variables. Gaibo, Diekman,
and Gaibo (1985) used three criteria clusters in their study to determine the relative
importance of specified criteria used in the selection of beginning teachers in California.
The three clusters were academic criteria, personal characteristics, and teaching
competencies. Jensen (1987) suggested that a combination o f cognitive, academic, and
personal criteria predicts success as a teacher. W ise et al. (1987) organized criteria into
three clusters: (1) academic qualifications, (2) interpersonal skills, and (3) teaching
performance. For the purpose of this study this writer used the criteria clusters developed
by King (1991): (1) interpersonal skills, (2) academic qualifications, (3) personal
a tributes, and (4) teaching competencies.
Other writers have created lists o f characteristics or criteria important in the selection
o f teachers. Steuteville-Brodinsky et al. (1989) noted that a 1989 AASA survey identified
the following 20 characteristics appropriate for the hiring of new teachers:
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*

Has good knowledge of subject matter.
Is caring, loves children.
Can plan, organize instruction.
Can organize, manage classroom.
W orks well with people; is cooperative.
Has excellent instructional strategies, skills.
Is dedicated to the profession.
Has knowledge of child development and learning process.
Is student oriented.
Is enthusiastic.
Has open mind; is flexible.
Has strong academic background.
Has good communication skills.
Can diagnose needs.
Individualized instruction.
Handles discipline well.
Is creative.
Is positive, upbeat.
Has sense of humor.
Desires to grow professionally, (p. 8)
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According to a 1990 survey (Association for School, College and University
Staffing, 1993) o f administrators, teachers, parents, and students from across the country,
the following ten characteristics are desired in new teachers:
*
*
*
*
*
*
*
*
*
*

Ability to make differences in a student's life
Variety o f life experiences
Managing a classroom
Student teaching experiences
Academic preparation
Personal appearance
Sense o f humor
Adaptability
Maturity
Involvement in the community and at school, (p. 4)

A number o f studies and articles have focused more narrowly on the nature of the
critieria about which selection literature demonstrates some consensus. In the next two
subsections attention is directed tc academic qualifications and teaching competencies and
to personal attributes and interpersonal skills.
Academic Qualifications and Teaching Competencies
Perry (1981) found "no significant differences on the academic variables of
grade-point average, student teaching evaluation, and professional recomme.ndati ins
between those students who found teaching positions and those who did not. The 'best'
were not favored in the hiring process" (p. 113).
Perry (1981) concluded that academic criteria (grade point average, student teaching
evaluation, and professional recommendations) apparently did not significantly affect
graduates' success in securing a teaching job. Grade point average was not listed as an
important criterion in the Ishee (1981) survey of principals. Huamg (1985) discerned no
significant relationship in his sample between university (North Texas State) admission
criteria (grade point average; test scores in reading, mathematics, and language: and
instructor appraisal) and a principal's evaluation of teaching performance. Browne and
Rankin (1986) found no significant relationship between scores on the National Teacher
Examination and success in finding a job. Browne and Rankin concluded that superior
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cognitive skills did not predict employment as a teacher and that personality factors may be
more important than academic skills in determining whether or not an applicant is
successful in gaining employment as a teacher. Marcum (1988) sampled 150 personnel
directors and 161 principals in Texas and discovered that they ranked IQ, grade point
average, and master's degree lowest on the list o f 28 teacher qualities of a prospective
teacher.
Why aren't the most academically talented teachers hired when it is clear that the
complexity o f the teaching function requires high cognitive skills? Wise et al. (1987)
discovered through their case studies that some administrators tend to believe that
"candidates with 'straight 'A's from prestigious colleges will not necessarily make the best
teacher" because "they are more likely not to have the patience to work with the average
students" and that they are actually held in disdain because they "leave the profession too
quickly” (p. 18). Perry (1981) recognized the complexity of teaching and offered the
"reasonable belief that good grades alone do not make a good teacher" (p. 114) as an
explanation for administrators' disenchantment with academic criteria alone as indicators of
teaching potential. Wise et al. (1987) stated:
School system administrators do not always hire the "brightest" teachers because
they believe that they do not possess other characteristics and skills required of
effective teachers in their district: ability to work with diverse student and parent
groups, ability and desire to work in extracurricular assignments, and aptitude
meshes with the expectations of the local community, (p. 9)
Schlechty and Vance's (1983) study found that certified teachers were choosing to
leave the field at an increasing rate. Teachers who received high academic scores were
twice as likely to change careers when compared to those with the lowest academic scores.
Still, "some school districts systematically weigh the candidates' grades earned in
their subject areas as well as their overall grade point average" (Wise et al., 1987, p. 59).
Wise et al. also noted that some school districts consider the reputation of the candidate's
college. W hile there is no solid evidence which supports a relationship between a teacher’s
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academic ability and teacher effectiveness, poor academic skills may seriously undercut the
effectiveness of teachers (Sykes, 1983). Academic ability independently may not predict
teacher effectiveness but nevertheless should not be excluded from selection criteria.
"Teachers must be life-long learners who are able to continually update their base of
knowledge, to use new strategies, and to adapt to changing student and community needs"
(Jensen, 1987, p. 22).
Steuteville-Brodinsky et al. (1989) noted that in a 1989 AASA survey,
approximately 60% of administrators indicated that they were seeking
characteristics/qualifications in candidates that they did not seek five years earlier. O f that
60%, "more than half of die new qualifications mentioned were instructional skills,
techniques, and understandings" (p. 6). New criteria listed by the administrators included
ability to use systematic approaches to instruction, ability to use computer-assisted
instruction, ability to teach higher-level thinking and reasoning skills, ability to make the
most of technology in learning, ability to use computers for classroom management, ability
to teach to different learning styles, and ability to put research-based instructional skills into
practice. This report indicated that administrators are displaying a renewed interest in
criteria related to academic background and teaching competencies. Browne and Rankin
(1986) observed that, at a time when it is increasingly important to select competent
teachers, serious questions must be raised when academic factors and teaching
competencies receive secondary consideration to personality factors and interpersonal
skills.
R ecenaj, academic achievement appears to be receiving renewed attention in the
hiring process. "Increasingly, school districts are beginning to inquire about the test scores
of candidates. Candidates for teaching positions should be prepared to respond to what
may be fairiy searching questions concerning SAT, National Teacher Examination, or
Graduate Record Examination scores" (Goldstein, 1986, p. II).
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Length of experience and quality o f experience are criteria considered by man>
school districts. W ise et al. (1987), in their case studies, found that some school districts
hire only experienced teachers. One example noted was the Mesa (Arizona) Unified School
D istrict
Level of certification and area(s) of certification are other criteria considered by
many school districts. "A teaching certificate from an accredited teacher education program
assures school district administrators that a candidate has at least minimum qualifications
and serves a useful gatekeeping function" (W ise et al., 1987, p. 58). However,
certification does not necessarily have a relationship to proficiencies that make for an
effective teacher (Levin, 1988).
Personal Attributes and Interpersonal Skills
"Academic and intellectual skills are only one set of prerequisites for the capable
teacher. Personal qualities are equally important" (Jensen, 1987, p. 7). "As administrators
select new teachers, they are looking more closely than in the past at their instructional
skills and abilities-but this doesn't mean they are unmindful of a candidate's personal
characteristics" (Steuteville-Brodinsky et al. 1989, p. 13). Teachers should not be hired
only on the basis of teaching competencies and academic qualifications, without objectively
assessing a candidate's affective attributes such as attitudes and values. If certain personal
attributes and interpersonal skills are characteristic of good teachers, some assessment
should be made to determine whether candidates possess those attributes and skills.
Browne and Rankin (1986) suggested that cognitive ability should be a secondary
consideration for those who select candidates and that personality factors may be more
important than knowledge in determining whether or not the novice teacher receives a
position. "All in all, while there is certainly a new emphasis on the instructional skills and
strategies o f teacher candidates, their personal traits and noninstrucdonal talents appear to
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be just as important-and in most cases examined first'1(Steuteville-Brodinsky et al., 1989,
p. 15).
Researchers have found that nonverbal cues, such as appearance, voice quality, and
dress, are part of administrators' selection criteria. Hatfield (1978) identified four types of
nonverbal traits related to a candidate's behavior which interviewers were likely to permit to
influence selection decisions-body language, appearance, touching behavior, and
proximities. Young (1984) also found that the interpersonal performance style of the
interviewee influenced interviewers' decision making. It should be noted that Kahl (1980)
found no relationship between appearance and teaching success.
In 1980, Kahl published a summary o f research studies from 1965 to 1980 which
had attempted to create a synthesis o f the literature regarding the selection of public school
officials. Kahl found that "student teaching performance, communication skills, various
personality traits, academic credentials and physical appearance" (p. 7) were the most
widely used and valued selection criteria. Other criteria found in the literature include
"I.Q., participation in general professional education courses, score on National Teacher
Examination, and philosophy o f education" (p. 7).
Webb (1980) surveyed Oregon superintendents and found that classroom
management and vitality and enthusiasm were the most important characteristics analyzed
both in the student teacher evaluation and in the interview. The interview and the
application form were used to evaluate communication skills. Integrity, emotional
adjustment, and personal appearance were the other personal characteristics most often
assessed in the selection processes.
Booth (1985) surveyed principals and found that a likable personality, neat and
clean appearance, and effective communication skills were the most valued criteria Like
many other studies, Booth's study revealed an indifference toward academic qualifications.
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In their search for selection criteria, Johnson and Prom-Jackson (1986) surveyed
young adults asking them to describe characteristics of memorable secondary and
elementary teachers. The primary characteristics were sociai/interpersonal skills and
affective qualities-approachabie, pleasant, easy to relate to, accepting, tolerant, helpful,
caring, and sensitive to the needs of students.
W ise et al. (1987), in their case studies, found that the Rochester (New York)
School District employed as the single most important characteristic to be possessed by a
teacher "the capacity to teach in a multicultural, ethnically diverse environment" (p. 44); the
characteristics valued by the Durham County (North Carolina) School District were
"enthusiasm, cooperativeness, ability to handle student diversity, willingness to be
involved in school activities, and familiarity with the district's reading program" (p. 51);
and the seven interpersonal qualities measured in the Montgomery County (Maryland)
School District were empathy, adjustability, role innovation, objectivity, teaching drive,
democratic orientation, and firmness. Wise et al. found that many other school districts'
top criteria were teachers who were warm, caring, and enthusiastic. They pointed out that
some school systems give primary consideration to personal and interpersonal skills
"because they believe that human interactive skills, unlike academic and instructional
competencies, cannot be taught to teachers" (p. 17). Teaching competencies can be learned
on the job. Problems with incompetent teachers seem to lie with the teachers' personal
characteristics and interpersonal skills, rather than with their instructional abilities.
Braun, Brown, Green, and W illems (1987) found in their search o f the variables
that influence an administrator's interviewing that honesty of response, interpersonal skills,
use of oial English, and personal appearance headed the list. Grade point average was
ranked low on the priority list. O'Hair (1989) concurred with Braun et al. stating that
"interviewers want to hire individuals possessing exemplary communication skills, both
interpersonal communication skills and small group/public skills" (p. 55). Owens' (1992)
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review of the 1980s literature identified "teachers who have good communication skills and
can build relationships with their students" (p. 20) to be the most effective.
Marcum (1988) sampled 150 personnel directors and 161 principals in Texas and
discovered that personal attributes were the most important characteristics they looked for
in a prospective teacher, with enthusiasm valued as the most important single quality
followed by capacity for classroom management. She also noted that academic
background was held to be the least important with IQ, grade point average, and master’s
degree being ranked low on the list of 28 teacher qualities.
Because of changing demographics, changes in schools, new state mandates,
research on effective schools, more at-risk students, and the need for positive role models,
several personal talents and attributes have increased in importance (Steuteville-Brodinsky
et al., 1989). Superintendents reported in a 1989 AASA survey that they have been
searching increasingly for teachers who possess the following:
*
*
*
*
*
*

Are enthusiastic, positive, upbeat.
Have high expectations for students.
Believe all students can learn.
Are good role models.
Can respond to the needs of at-risk students.
Are flexible, willing to learn, (p. 13)

According to the 1989 AASA survey, 15 of the 20 major characteristics of good
teachers, that is, those criteria mentioned most frequently by administrators, were personal
traits (Steuteville-Brodinsky et al., 1989). School districts are seeking candidates who
have interpersonal skills, ability to get along with co-workers, pleasing manners and
personality, and can work with minority students/multiethnic groups.
If their teaching skills and strategies are weak, we can help them, but we can't
develop their character for them. Most instructional leaders probably agree-in part:
that instructional skills and strategies can be taught. It is more difficult to modify a
person's character and personality traits. (Steuteville-Brodinsky et al., 1989,
P- 16)
Garman (1990) determined the criteria utilized by employing officials in selecting
public school teachers in Ohio. He found that vitality, high enthusiasm, personal integrity,
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and control of student behavior were most associated with positive employment decisions.
He found differences for preferred teacher characteristics among various school sizes, with
vitality and enthusiasm heading the list in small rural schools, while the most important
criteria listed by the medium-sized school districts and large school districts were personal
integrity and control of student behavior, respectively. Age and marital status were found
to have significantly higher levels of importance in small rural schools than in
medium-sized and large school districts. Attitude toward the culturally different was found
to have significantly higher levels o f importance in large schools than in small rural school
districts. Overall, Garman's study revealed a high degree of agreement among the
employing officials concerning the selection criteria for beginning teachers.
King (1991) surveyed 300 principals and 100 personnel administrators in North
Carolina and found the following characteristics o f prospective teachers valued most
highly: ability to get along with others, ability to relate to students, ability to stimulate
student interest, honesty, and high expectations for student performance. The
characteristics valued least by those hiring officials were identification with school district,
length o f experience, and ability or willingness to coach or direct extracurricular activities.
O f the four cluster areas of academic qualifications, interpersonal skills, personal skills,
and teaching performance, interpersonal skills was rated as most important followed by
teaching performance, academic qualifications, and personal skills.
Kowalski et al. (1992) sampled suburban school principals in Indiana, Kansas, and
Minnesota and discovered the five most important qualities they looked for in a prospective
teacher were respect for students, honesty, ability to work with peers, verbal
communication, and quality of previous teaching experience. They also noted that the
administrators ranked age, commitment to performing community service, and involvement
in activities in high school and college lowest on the list of 46 teacher qualities.
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It should be noted that the criteria listed as most important in many of the studies are
attributes that are not easily assessed or measured. Procedures available to measure, with
ample reliability, those qualities embedded within one's personal attributes and
interpersonal skills are usually quite expensive and time consuming. Educational leaders
need to create procedures that permit selection teams to make employee decisions on the
basis of the criteria the decision makers consider most important. For this to occur, "we
need to develop more effective procedures to measure important variables such as honesty,
ability to work with others, and respect for students" (Kowalski et al., 1992, p. 38).

ELQgadiae^y alugd and,UtiiizBd-inJCsag.hgc.Ss]lggriQJ3
Not only is it essential for district personnel to develop and articulate criteria that
encompass all the duties and skills required for a teaching opening, it is just as essential that
they decide on what kinds of evidence they will gather in appraising candidates on the basis
o f the stated criteria. Employing officials need to determine what types o f procedures they
will employ. Garman (1990) noted that almost as difficult as defining the good teacher is
establishing a process that will ensure that the right individual will be employed. In other
words, deciding what the necessary qualities of good teachers are, along with the unique
qualities for a specific position, is an essential pan of decision making for school
administrators in teacher selection. In addition, knowledge about the procedures available
to measure reliably those qualities also is essential. "Once the selection criteria have been
established, decisions must be made about which performance predictors will be used and
what employment standards will be specified" (Castetter, 1992, p. 164). The literature
suggests a need to establish role requirements, determine kinds of data needed to select
competent individuals, and decide what devices and procedures are to be used in gathering
the data. "Selection practices have become sophisticated managerial tools which attempt to
discover potential personnel capable o f entering an organization and successfully
accomplishing a given task" (Cureton, 1990, p. 4).
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The number of selection procedures employed and the purpose for which they are
employed vary widely among school systems. This variance occurs for two basic reasons.
First, gathering information from which to make judgments on the criteria is not always
easy because of the variety of operational definitions o f a "good teacher," along with the
notion that effective teaching behaviors vary across grade levels, subject areas, types of
students, and instructional goals (Wise et al., 1987). Therefore, selection procedures and
how they are used and weighed should vary among school districts according to the criteria
emphasized. Bredeson (1985) and Wise et al. (1987) suggested that administrators should
give various kinds of applicant information different weights or values according to the
district's definition o f good teaching. Second, "this variation results from different views
o f how consistent the mechanisms are in assessing candidates, and how accurate,
comprehensive, and balanced the mechanisms are in assessing the candidate's potential for
teaching effectively" (Wise et al., 1987, p. 58). "Effective teacher selection depends on the
predictive power of the measures used and their consonance with district- and school-level
goals and conception o f teaching" (Wise et al., 1987, p. 9).
The basic idea behind the selection process is to organize selection activities in such
a way that information about applicants can be compared to the criteria for the position.
Castetter (1992) stated that the purpose of each procedure is "to secure selected
information" (p. 166). Castetter (1992) counsels that procedures used by school districts
should lead to reliable and valid assessments o f a candidate's qualifications, attributes, and
skills. Formalization o f the procedures can help ensure that only factors related to
performance expectations and other job-related criteria lead to the identification of the best
candidate.
W ebster (1988) suggested that since different teaching positions require different
arrays o f skills and experiences, it is recommended that no one procedure be used as the
sole screening device for potential teachers. Teachers must possess a special blend of
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skills, personality characteristics, and knowledge if they are to become a teacher whom
students will admire, work hard for, and truly learn from (Heynderickx, 1987). Jensen
(1987) argued that since teaching requires proficiency in many interrelated skills and no one
measure or test can assess a candidate's potential as a teacher, final selection decisions
should be based on multiple information-gathering methods. W ise et al. (1987) suggested
that the reliability and validity of mechanisms to assess degrees o f competence require
multiple, comprehensive, and balanced measures of a candidate's academic qualifications,
interpersonal skills, and teaching performance. "Different methods are appropriate for
different kinds of information, and different criteria relate to different components of
on-the-job performance" (Kahl, 1980, preface). None o f the procedures are infallible.
"The combination of techniques that empirical information indicates best matches person
and positions is the approach toward which selection efforts should be directed" (Castetter,
1992, p. 166).
"The consensus o f research findings is that in schools administrators often fail to
gather multiple information or enough information about candidates and fail to thorouglily
assess the necessary knowledge, attributes, and skills needed for good teaching" (Jensen,
1987, p. 16). Decisions to hire teachers may be based on inadequate selection procedures.
"Unsatisfactory results in the selection process are frequently due to misapplication or
nonapplication of selection techniques" (Castetter, 1992, p. 148).
"The number employed varies, depending on system size, sophistication of the
selectors, cost, time consumption, and importance of the selection process in the eyes of
the system" (Castetter, 1992, p. 166). The case studies conducted by W ise et al. (1987)
revealed that school districts use, to varying degrees, the following methods to assess
candidates: reviewing of certification and college transcripts; checking of personal
references; conducting formal, standardized interviews; consulting informal networks; and
observing actual teaching performance. The selection procedures should be uniquely
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designed to meet the needs and resources o f individual school districts. This design
typically includes a variety of activities ranging from initial collection o f written information
to finai interview and decisions to hire (Bredeson, 1985). Good selection procedures
require resources arid logistical arrangements which are more demanding than most districts
are able to or whiling to arrange. Kahl (1980) noted that "many of the techniques which are
used in teacher selection apparently are dictated more by expediency than by reasoned and
knowledgeable considerations of what are the best selection procedures" (p. 3). W ise et al.
(1987) warned that the formal screening mechanisms and logistics of selection have great
influence on the quality of staff hired. Lengthy, bureaucratic, and impersonal procedures
may discourage the less persistent candidates. On the other hand, if the procedures are too
informal and haphazard, the candidates may develop the perception that the district is not
committed to hiring competent teachers.
Like criteria, procedures should be established at the district level and tailored to the
needs, mission, and context of each school. "Techniques of selection are best validated at
the local level" (Jensen, 1987, p. 27). Jensen (1987) noted that tailoring the procedures
around locally valued criteria is an investment that pays rich dividends compared to the
financial and emotional cost of dealing with an incompetent teacher.
With the elevated interest in good teacher selection many school districts are
expanding and developing more thorough selection procedures. The 1989 AASA survey
showed that one third o f the school systems have developed, within the past five years,
new techniques, strategies, and instruments for identifying the presence o f desirable
characteristics in teachers and teacher candidates. Further, 45% of the administrators have
developed new instruments to aid in die identification of good teachers
(Steuteville-Brodinsky et al., 1989).
A review of the literature, however, reveals a paucity of recent educational research
into selection procedures. Jensen (1987) stated that "studies of hiring practices are few,
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validation o f procedures is minimal, advice to well-intentioned personnel directors is
scarce" (p. 16). Many administrators have been on their own in teacher selection so far as
validated procedures are concerned.
Garrnan (1990) analyzed the procedures utilized by employing officials in selecting
public school teachers in Ohio. His study found very few differences in screening
procedures among school districts o f various sizes. He found that the procedures were
ranked in the following order: principals involved in the interview, personal references,
structured interview, official transcript, letter of application, unstructured interview, written
exercise, Teacher Perceiver Interview, teachers involved in the interview, national teacher
exam, videotape, audiotape, and lay citizens involved in the interview.
King (1991) surveyed 300 principals and 100 personnel administrators in North
Carolina and found the most commonly used procedures, in frequency of use, were
interviews, recommendations, transcripts, application forms, and videotapes. However,
the administrators' rank order of confidence in procedures was as follows: transcripts,
application forms, interviews, videotapes, and recommendations.
The following four major categories o f data collection procedures arc believed to
provide useful information for a selection decision: (1) examinations, (2) interviews,
(3) observations, and (4) background checks. A subsection for each o f these procedures is
presented next.
Examinations
Teacher testing has been a topic of active discussion in education for many years.
The widespread accusations that public schools are doing a poor job and that many teachers
are themselves deficient in basic academic skills have caused many states and localities to
turn to competency tests to evaluate their teachers and/or applicants. During the 1980s, a
strong trend toward the use of standardized tests for initial certification and hiring took
place (Wise et al., 1987). "The ease of administering standardized tests, together with their
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objectivity and the time they save, can be attractive features” (Khamis, 1986, p. 6). Most
o f the tests used in the selection of teachers are state mandated, test for minimum
competencies, and are used for gross screening purposes. Minimum competency testing of
teachers in basic skills and knowledge has now’ become an activity occupying the rime o f
many state education officials.
Most states involved in certification testing assess beginning teachers with
performance-based evaluations, multiple-choice tests, or both. Some tests are
designed to measure basic academic skills; others are developed to measure basic
pedagogical knowledge; and, others purport to measure content area knowledge.
(Kromrey & Renfrew, 1991, p. 1).
Salzman and W hitfield (1989) suggested that test content should measure such knowledge
base components as content knowledge, general pedagogical knowledge, curriculum
knowledge, and pedagogical content knowledge. In addition, skills in applying this
knowledge base, interpersonal and oral and written communication skills, ability to reframe
a problem, and the ability to plan and implement instruction so that students demonstrate
measurable learning are skills that should be measured (Salzman & Whitfield, 1989).
Examinations o f teacher candidates are not limited to testing of knowledge base or
of the performance skills. Exams can be used to gather information by testing intelligence,
aptitude, interest, achievement, medical well-being, writing skills, and personality.
No single test score can predict teacher competency and should not be interpreted as
a single, adequate predictor of teaching performance, but they may establish a baseline of
skill levels essential for a teacher (Jensen, 1987). Any test of knowledge is likely to
measure only a sample of the important qualities necessary to be a teacher and therefore is
only a piece o f the puzzle. Darling-Hammond (1986) observed:
Current teacher tests are limited as other profession tests are not, but the exigencies
of multiple-choice format, by the lack of definition of the basis of the knowledge
base and how well-demonstrated, and by lack o f recognition that complex
reasoning and judgement abilities, are fundamental to subject matter knowledge and
pedogoiogical knowledge, (p. 19)
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Considerable attention needs to be directed toward the selection o f test content and
the creation of a test structure more responsive to measuring the sophisticated profile of a
competent teacher. Krotnrey and Renfrew (1991) encouraged practitioners to "consider the
broad possibilities of multiple-choice testing, beyond the previous limits o f measuring the
lowest level o f cognitive ability" (p. 1). The literature recognizes the limitations of
traditional multiple-choice tests and recommends more authentic assessment techniques:
Several projects are underway to explore more "authentic" approaches to teacher
assessment, using videotapes o f classroom instruction, essay questions, portfolio
evaluation, and simulation exercises. These assessment approaches are appealing
in their face validity; however, they are significantly more expensive to administer
and score, and their psychometric rigor has not been thoroughly appraised.
(Kromrey & Renfrew, 1991 p. 3)
Even though there are a number of examinations used in the selection of teachers
and valuable information may be obtained through employment tests, Castetter (1992)
cautioned:
Because of the costs, specialized personnel needed, variations in predictive validity
and reliability, applicant acceptance of test requirements, changes of discrimination
when tests are required, possibility of litigation, and union as well as other
pressures to eliminate testing, the addition of tests to the selection process becomes
a matter for careful deliberation, (p. 171)
According to Rebore (1991), examinations should be locally developed and/or
administered, fitting the needs of the school district and the position to be filled.
Furthermore, when selecting an examination administrators should check for its validity
and reliability', be aware of all legal and ethical issues, and never use it as the sole data
source for selection. Legal rulings have significantly limited the use of tests because the
tests must be clearly job related to justify their administration.
Many locally developed teacher examinations remain unvalidated. However,
"proponents argue that regardless o f whether such tests exhibit anything more than face
validity, the kind of cognitive competence they purport to measure is an important
prerequisite to teaching and such tests reassure a wary public that there is some objective
standard for teacher selection" (Wise et al., 1987, pp. 5-6).
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The test battery in widest use nationwide is the National Teacher Examination
(NTE) which measure skills in reading, writing, and mathematics, as well as academic
knowledge in special areas. Numerous studies indicate that scores on the NTE do not
coiTelate highly with actual teacher performance in the classroom (Browne & Rankin,
1986; Olstad, Beal, & Marrett, 1987; W ise et al., 1987). In 1977, the Dallas Independent
School District decided to replace the NTE with the more expedient Wes man Personnel
Classification Test (WPCT). The W PCT examines applicants' verbal and quantitative
ability and can be administered locally in less than one half an hour (Webster, 1988).
Many o f the minimum competency exams have raised ethical and legal questions,
along with questions of their worth. "Still such tests can provide useful measures of
knowledge if their content is related to the types o f knowledge deemed important" (Wise
et al., 1987, p. 85).
Given the increasing utilization of tests for the initial licensure of teachers, the
National Computer Systems (NCS) expanded the teacher licensure assessment options in
1990 by developing the Content Mastery Examination for Educators (CMEE). The test
begins with 15 videotape-based items, followed by 120 multiple-choice, paper and pencil
items. The videotape-’o ased CMEE incorporates the live-action and scripted-stage
segments with real teachers and real students engaged in the teaching/leaming process.
Test items were created to assess teachers' knowledge of central pedagogical concepts
across grades K-12. The test requires not only that the examinees have a good working
knowledge o f pedagogical principles, but also that they be able to observe and identify the
application or misapplication of those principles as they occur during classroom instruction
(Stanley, 1990). The test is intended to assess candidates' pedagogical prowess by having
the examinees assess actual teaching/leaming episodes on tape.
What causes the differing degrees o f success among teachers with equal
intelligence, training, and knowledge of subject matter (similar credentials)? Since the late
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1960s there has been considerable research in determining the personal qualities (attitudes)
that are possessed by good teachers. Most people today accept the idea that a positive
teacher attitude is conducive for higher achievement for students (Micider & Solomon,
1986). Jensen (1987) noted that school administrators are fully aware that important social
and personal characteristics are required for scholars to become successful teachers.
Selection Research Inc. (SRI) is a private consulting firm in Lincoln, Nebraska,
that specializes in providing training on the selection of professional staff for schools.
Sixty questions are asked in the Teacher Perceiver Interview, five for each o f the 12
different themes; an interviewer’s guide notes what to listen for in candidate responses.
The 12 SRI themes are mission, empathy, rapport drive, individualized perception,
listening, investment, input drive, activation, innovation, gestalt, objectivity, and focus.
The SRI Perceiver Academies have published a number of studies which support the
validity of the Teacher Perceiver Interview (SRI Perceiver Academies, 1994).
Project Empathy, developed by the Omaha Public Schools, was the foisrunner for
the Teacher Perceiver Interview. It is similar to the Teacher Perceiver Interview but
simpler. In the early 1970s Omaha Public Schools, under Project Empathy, surveyed
thousands of students, teachers, parents, and administrators to determine the qualities
needed by a teacher to be the most effective in die classroom. Trie eight life-style themes
that emerged as characteristics o f great teachers were as follows: (1) relationship,
(2) democratic orientation, (3) rappoit drive, (4) empathy, (5) student orientation,
(6) acceptance, (7) student success, and (8) work and professional orientation. From this
information a 32-item Omaha Teacher Interview (OTI) instrument was developed to
differentiate between average and above average teachers by assessing attitudes and
personalities (Mickler & Solomon, 1986). Both the Empathy and SRI interviews deal
heavily with attitudes and relationships.
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Some studies question the validity o f such tests in determining the effectiveness of
teachers (Mickler & Solomon, 1986; Mills, 1987; Smith, 1980). Yet administrators liJce
these instruments because candidates are compared based on application o f consistent
criteria, efficiency is increased, and teachers may be identified who have the traits which
work well with students (Wise et al., 1987).
Nicholson and Mclnemey (1988) included the ability to write English clearly in
their list o f teacher effectiveness dimensions. Usage examinations, it was argued, should
not only provide information about the applicant’s ability to spell, punctuate, and use good
syntax but also to organize thoughts and to drink and communicate in writing. Most
standardized tests used in the country focused on the technical skills o f writing and do not
indicate whether or not a candidate actually could write clearly, coherently, and accurately.
"More and more frequendy, districts are supplementing the state-required tests with their
own exercises, usually tests of written expression" (Jensen, 1987, p. 24).
School districts particularly concerned with the communication skills o f new
teachers ask candidates to submit various types o f writing samples. Most o f the district
officials emphasizing writing skills in the selection criteria assume that, unless a teacher
writes well, students cannot receive quality instruction in writing. Further, these district
officials assume the probability exists that candidates who write poorly will not stress
writing and often will be unable to respond appropriately to the efforts of students
(Hendrickson, 1983). "Especially useful are the writing samples diat give screeners insight
into a candidate’s attitudes, teaching ideas, philosophies, and good judgement"
(Steuteville-Brodinskv et al. 1989, p. 31). The written statement should contain ideas,
beliefs, and values related to class planning, teaching objectives, familiarity with
educational literature, and special skills with appropriate evidence supporting the statements
(Caliendo, 1986).
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In 1977, the Dallas Independent School District (DISD) initiated a standard essay
test for applicants in their teacher selection program. The test was entitled the Personnel
Services Department Essay Test (PSDET) (Webster, 1988). The purpose of the PSDET
was to gain information about each applicant’s ability to deal with three specific
components of writing: legibility o f handwriting; mechanical skills-punctuation, grammar,
capitalization, and spelling; and composition—a composite o f clarity, congruence, and
organization.

imsmsKS
Even though the findings concerning the limited reliability and validity of the
employment interview are well known, it continues to be a widely used technique in
teacher selection. When choosing personnel the interview is about the only way
one can see what the applicant looks like, of getting a check on their personality, of
selling the organization to a promising applicant, of getting acquainted with them as
a person, or simply to see if there is any type of "interactive chemistry" with this
individual. (Saville, 1986, p. 3)
In spite of the caveats from research findings, a well-conducted, tailored interview
is believed to be a vital part of the whole selection process and holds great potential for
gathering useful information about the potential candidate that cannot be obtained in any
other way. There are many definitions of art interview. Regardless o f the definition,
however, its success will be determined by the atmosphere of the interview (Martin, 1993).
"Most school districts conduct two sets of interviews—preliminary and final" (Castallo
et al., 1992, p. 82).
The prime objectives o f the interview is information giving, information receiving,
and checking on individual chemistry (Saville, 1986). The interview continues to be the
most common procedure used in the selection of teachers (Castallo et al., 1992, Castetter,
1992; Kahl, 1980; Saville, 1986). Jensen (1987) noted that the interview is not only the
most widely used but also the most influential selection technique. "The interview reveals
insights and information about prospective teachers that other selection strategies cannot"
(Wise et al., 1987, p. 8). "An interview helps employers evaluate a candidate's social and
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personal characteristics” (Jensen, 1987, p. 18). All too often, what appears magnificent on
paper is disappointing face to face. One can learn more about an individual through a
well-conducted interview than through resumes, application forms, and letters of reference
(Balistreri, 1991).
Interviews can be either structured or unstructured. "Sometimes the interviewer
uses no list of careiully phrased questions; sometimes the questions on the guide have little
or no relationship to the duties to be performed; and, sometimes the interviewer uses no
answer guide in conjunction with the questions" (Jinks, 1985, p. 23).
The information derived from a structured interview is more informed and
dependable for use in the employment decision-making process than obtained through an
unstructured interview (Castetter, 1992; Kahl, 1980; Steuteville-Brodinsky et al., 1989).
"The structured interview utilizes a standard list of questions prepared in advance from
which the interviewer does not deviate" (Castetter, 1992, p. 170). If all candidates are
asked the same questions, they will be treated equally, and the interviewers will have a
common base upon which to evaluate candidates.
Interviewers are advised to select a candidate on the basis of the characteristics of
the vacancy. "A logical connection should exist between job requirements, job description,
and the interview questions" (Castallo et al., 1992, p. 89). A well-constructed structured
interview should provide decision makers with evidence relevant to the characteristics of
the applicants and their qualifications (Castallr et al., 1992; Clifford, 1975). Interview
questions should elicit the explicit (Goldstein, 1986).
lire most useful structured interviewing requires developing questions that center
on the traits and skills the district considers important, developing a rating system
for the replies, and training interviewers in interviewing techniques—eliciting
responses, note taking, tape recording o f answers, reviewing tapes, assessing a
candidate's replies, etc. (Steuteville-Brodinsky et al., 1989, p. 32)
Nesbit and Tadlock (1986) recognized that there are benefits derived from using a
structured interview process. First, information is collected more completely and
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consistently in the decision-making process. Second, it helps gather information pertinent
to the job and reduces the likelihood that inappropriate and unnecessary questions will be
asked that may lead to an inappropriate decision. Finally, during interviews, it reduces the
tendency o f interviewers to talk too much or make hasty decisions. "In view of the fact that
the structured interview provides a firmer base and has the potential for higher predictive
validity than the unstructured interview, greater attention is given to its employment"
(Castetter, 1992, p. 172).
Young and Heneman (1986) pointed out how important interviewers should be alert
to applicants' body language. O'Hair (1989) stated that "body language (hand shake, eye
contact, posture, dress, vocal rate and pitch, and energy level) send immediate feedback
about the applicant's enthusiasm and their ability to fit into the school district" (p. 55).
When nonverbal and verbal cues conflict, interviewers tend to remember the nonverbal
message more readily than the verbal.
The unstructured interview encourages candidates to talk openly about topics
introduced by the interviewers to suit the occasion (Jensen, 1987). The unstructured
interview usually is not based on a list of predetermined questions. It allows the
interviewer freedom in eliciting information from different types of applicants (Castetter,
1992).
Typically, the interview is unstructured, lasts less than one hour, and is highly
influenced by first impressions, appearance, nonverbal behavior, and
conversational skills. Untrained interviewers tend to ask unchallenging questions
and use the interview as an opportunity to talk about their accomplishments or
philosophy. (Jensen, 1987, p. 18)
Jinks (1985) pointed out that it is not uncommon for interviewers to ask few
questions, and then arrive at their decision to hire or reject an applicant within the first five
minutes of the interview based on a relatively sma'l amount of information. The remainder
of the interview is used to find evidence to support the predetermined choice (Jensen,
1987).
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One popular and effective strategy for improving teacher selection is to make greater
use o f group judgment. A growing number of school systems are involving more people
in the selection o f teachers by creating selection teams. The selection process can be made
more fair, effective, and reliable by combining the judgments of administrators, teachers,
parents, and school board members as it is more free from one person's bias
(Gips & Bredeson, 1984; Jensen, 1987; Kahl, 1980; Kopetskie, 1983;
Nicholson & M clnemey, 1988). Kahl (1980) suggested that several people should be
involved in the development of the interview questions and in the evaluation of candidates.
Clifford (1975) stated that a benefit of the team interview technique was the fact that
students and staff, in his experience, "are more cautious and thoughtful in the hiring
process" (p. 20). "When a team approach is used in hiring, candidates may also have the
chance to meet potential fellow teachers, other district administrators, and possibly even
parents, board members, and students" (Castallo et al., 1992, p. 82).
Ross (1991) indicated that "bringing teacher selection down to the school level will
give school leaders freedom and the ability to make substantial improvements in their
buildings and therefore substantial improvements for students" (p. 19). Teacher selection
decisions should be made at the school level with the direct involvement o f the principals
(Gips & Bredeson, 1984; Kahl, 1980; Phillips, 1989). Garni an (1990) found that
principals are actively involved in the screening o f beginning public school teachers in
Ohio. Still, the involvement of many is not without skeptics. Kowalski et al. (1992)
noted:
Involvement o f school principals in teacher selection varies from school district to
school district. The decentralization o f employment has its critics. Concerns
related to efficiency and safety (potential legal or political errors) persist, leading
some skeptics to warn that teacher employment is a responsibility best left to the
experts, (p. 34)
Others argue that if principals do not. have the authority to select teachers for their
schools, how can they be held accountable for the results? "If principals are held
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accountable for their schools, they must have the authority to hire” (Wise et al., 1987,
p. 37). When principals have the primary role in teacher selection, the candidates chosen
are reported to be more suitable for the particular school, to work more cooperatively with
the principal, and to better complement the current staffs strengths (Steulevi 11e- Brodin sky
et al., 1989). The final selection should be with the principal and staff (Ross, 1991).
Donaldson (1990) argued that the principal is (1) often in the best position to
identify the requirements for a vacant position; (2) best situated to fill a vacancy by
reassigning faculty or rewriting position descriptions prior to recruiting; (3) the one who
will serve as the new teacher's supervisor and can best judge the "intangible" qualities of a
candidate, particularly as they may affect future working relationships; and (4) the one who
the prospective candidate should have substantial contact with in order to permit him or her
to make an informed choice.
Wise et al. (1987) suggested that teachers as well as principals should be involved
in the selection process. Their involvement enhances the validity of the process by
providing great insight into candidates' subject matter competence and teaching philosophy
and conveys a view o f teaching as a professional role (Wise et ai., 1987). Phillips (1989)
noted further that when boards empower teachers, staff selection policies take on greater
importance. One criterion often used in the selection process is a shared school philosophy
and vision. And who better to evaluate these attributes in candidates than the teachers of
that school? "The chance of selecting the right candidate is enhanced by inclusion of
members of the teaching staff in the interview" (Wise et al., 1987, p. 63).
Wise et al. (1987) recognized that an important opportunity for teachers to define
and implement professional standards is provided by their participation in the selection of
teachers. They found that teachers welcome the additional responsibility of being involved
in teacher selection, the measure of control it gives them to choose their colleagues, and the
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opportunity to rethink their own beliefs. Teachers' involvement in selection has increased
their investment in new teachers (Wise et al., 1987).
Phillips (1989) noted the following advantages to increased level of participative
decision making:
1.
2.
3.
4.
5.

Human growth and development
More willing acceptance of decisions
Enhanced quality of decisions
Enhanced sense of belongingness
Satisfaction of teachers' desires for democratic structures and control in
their organizational work life. (p. 26)

Teachers should not be ordered into the process but should be invited into the
process. Where in the selection process and to what extent that they want to be involved in
the process depends upon interest, knowledge, and experience concerning the decisions to
be made (Sick & Shapiro, 1991). "Two cnteria, personal stake and degree o f expertise,
were tests o f relevance for the desire for level of decision involvement and range of
acceptance o f decisions made" (Gips & Bredeson, 1984, p. 4).
Gips and Bredeson (1984) found, however, that teachers were rarely involved in
tiie selection of teachers until recently, even though greater job satisfaction resulted from
asking staff for opinion. Teachers in rural districts reported the highest level of
participation. The 1989 AASA survey showed by that date almost 75% of school districts
were involving the faculty to either some or a large extent in teacher selection
(Steuteville-Brodinsky et al., 1989). Teacher selection, once thought of as primarily an
administrator's function, thus has recently evolved into a mutually shared responsibility
involving teachers and administrators.
The selection of staff should also involve community-spirited citizens with
background relevant to the position being filled. Some school districts are including
parents in interviewing and selecting candidates to fill teacher vacancies. The experience
shows that giving parents a direct role in choosing teachers can be the basis for a
productive partnership between parents and school (Herman, 1993).

Involvement o f both
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teachers and citizens increases the reliability of staff selection without the board, or
superintendent, forfeiting an> of their prerogatives" (LaMarche, 1981, p. 10).
Al-Rubaly (1993), assistant superintendent in Chagrin Falls (Ohio) Exempted
Village Schools, found that in her district team interviewing resulted in different groups
viewing the candidate's qualifications from different viewpoints. The central office looked
for people who could contribute to the district's overall program; principals looked for
people who could contribute in their building; teachers were concerned on how the teacher
would affect a specific grade or subject area; and parents were interested in how the
prospective teacher would relate to and meet the needs of the individual child.
Teachers and principals need training as interviewers to assess data. Most
educational courses do not offer school hiring officials extensive information or training in
interview techniques in the selection of teachers. Jensen (1986) suggested that school
systems conduct formal training for interviewers so that uniform hiring standards and
practices exist throughout the school system. "Careful training improves interrater
reliability between interviews" (Shelton, 1989, p. 8). "Tailoring or targeting the interview
not only adds to the reliability and validity o f the selection process, it also provides a certain
degree of legal protection for both parties" (Saville. 1986, p. 7). Young and Heneman’s
(1986) findings suggested that the personality characteristics of the interviewer can
significantly influence the applicant’s decision to accept or reject a job offer. The authors
suggest that by training interviewers to be sensitive and fair toward all applicants, a school
district can gain a competitive edge in hiring the best teachers.
During the interviews, it is imperative that all unlawful inquiries be avoided.
Among those established by recent court decisions and legislative actions as illegal inquiries
are questions regarding color o f skin, religious preference, ancestry, national origin,
maritai status, disabilities, and certain diseases. State laws vary with respect to other
limitations. It behooves the interviewer to become familiar with the specific laws and
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related regulatory guidelines in their geographical and political areas. Structuring the
interview within state and federal laws will provide the interviewer the necessary legal
protection.
Interviewers should become knowledgeable about what is acceptable in interviews
and applications. Castalio et al. (1992) noted:
A district is wise to conduct annual training dealing with laws and their impact on
the selection process. The persons conducting the interviews should know about
equal employment laws and regulations that guarantee a person's rights to fair
treatment in employment, (p. 35)
Despite its limitations, the interview remains one of the most powerful tools for
securing information and impressions about an applicant because it can yield data and
observations about candidates that other methods are incapable of providing. Reliability
increases when interviews are structured and a candidate participates in a series of
interviews with a selection team (Castetter, 1992; Jensen, 1987). "Asking the same
questions and training the interviewers to score responses according to predetermined
categories increases the interview's reliability" (Wise et al., 1987, p. 57). Clearly, the
interview process can be a valuable procedure in assessing whether prospective teachers
will be employed.

Employers should consider a variety of information about candidates. A relatively
new (but rich) source o f data in the teacher selection process is the use of observation.
Multiple information may be gathered by viewing an audio-visual portfolio, by directly
observing an applicant's performance, or a combination of the two. Observation of a
teacher candidate provides an opportunity to check the instructional skills, level of
knowledge, interactive skills, and teaching strategies o f the applicant-to get information on
a candidate's teaching proficiency. Frase (1991) stated;
The most reliable method of assessing a candidate's teaching ability is to observe
the candidate in the classroom. One way to arrange for this observation is to invite
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prospective teachers to your school system and put them in a classroom with a
lesson plan. Another is to arrange for a staff member traveling on business in the
candidate's area to stop by to observe a lesson. A third approach is to ask the
teacher to send a videotape of a lesson, (p. 23)
Woods (1986) suggested that each applicant should be asked to submit lesson
plans, a sample unit, bulletin board ideas, and other evidence o f the types of school
activities he or she has been engaged in to be used as evaluative information. She further
suggested that observations should be conducted by selection teams whose members
should include some o f die school's best teachers.
Caliendo (1986) recommended that six significant performance variables, including
pupil responses, participation, and instructional objectives and techniques, be rated by
evaluators during the observed lesson. He suggested that immediately following the
lesson, each candidate should be interviewed by the observation team. The interview can
be used as an opportunity for candidates to ask questions and explain decisions they had
made during the performance evaluation.
Braun et al. (1987) reported that 76% o f the administrators in Wyoming indicated
that they were interested in seeing a videotaped lesson. They recommended a development
of teaching portfolios for teacher education students that includes a videotape of the
applicant teaching a lesson demonstrating specific teaching skills.
"Many districts have adopted the strategy o f having candidates teach samp!e lessons
to classes of students" (Castallo et al., 1992, p. 103) in spite of the fact that c ’a s r oom
observations can be expensive, inconvenient, and time consuming. Yet how can a
teacher’s instructional skills and abilities be evaluated except through observation? "There
is consensus that demonstration teaching would significantly improve selection. However,
both teachers and administrators believe that the time required for involving the selection
teams and candidates in the process would be prohibitive” (Wise et a l, 1987, p. 51). In
spite of the difficulties involved, more direct observation is needed if schools and school
systems are to select the very best candidates.
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Another type o f observation technique is the asses, ment center. Assessment
centers are places where supervisors have an opportunity to observe candidates for a
particular job. Candidates are taken through a series of simulations dealing with teaching
problems, those which will probably be encountered on the job (Rebore, 1991).
Assessment center data have been used in the pa^t primarily in the selection of
administrators. Its use in teacher selection has bet n limited because of cost in time and
money; yet, the process holds great potential for supplying a rich base of information on a
wide variety o f criteria for employers.

BaeksmiiMi
"According to a number of studies, the most useful evidence o f future success is
past success in a similar position" (Castallo et al., 1992, p. 75). Much of the background
evidence can be gathered through a variety o f procedures. Castallo et al. suggested that
prior to inviting candidates in for an interview, an exhaustive check o f each candidate's
background should be conducted in a uniform manner. Reviewing the background serves
primarily as a gate-keeping function which enables districts to process large pools of
candidates efr ciently (Wise et al., 1987). Initial hiring procedures, such as transcripts,
references, and letters of application, tend to screen candidates on the basis o f their
qualifications. "Screening applicant paperwork is an integral part of teacher selection"
(Shelton, 1989, p. 5). Individual schools differ on the background information they desire
from applicants (Shelton, 1989). Unless there are uniform criteria for the position, the
degree of emphasis attached to the various procedural checks on background varies widely
depending on the perceptions o f the person conducting the screening process (Khamis,
1986). In the reviewing of background information, uniform hiring standards and
practices should exist throughout the school system so that applicants will be treated
equally and the interviewers will have a common base upon which to evaluate candidates.
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"Whether obtained by telephone, mail, or direct contact, information should be
checked to determine its accuracy and to ensure its adequacy" (Castetter, 1992, p. 173).
Failure to check references thoroughly can create problems in the selection process
(Castallo et al., 1992). Rebore (1991) warned that "the risk o f hiring a person who has a
criminal record has created much concern for personnel administrators over the past few
years" (p. 109). An increasing number of states and local education officials are subjecting
prospective school employees to rigorous background checks including fingerprinting and
criminal record checks. "Some argue that such checks are humiliating, insulting, and an
invasion o f a job candidate’s privacy. Others say such checks are the least that can be done
to make schools safe for kids" (Zakariya, 1988, p. 17). Zakariya pointed out that there
may be legal problems if the employee turns out to have a criminal record and injures a
student. The school could be sued for negligent hiring.
"Since the publication of A Nation at Risk districts have increasingly sought
transcripts as evidence o f an applicant’s academic achievement" (Jensen, 1987, p. 23).
"Good transcripts mean good students and serve as one guarantee that candidates have
acceptable mastery of the subjects they are licensed to teach" (Goldstein, 1986, p. 15).
"Credentials are the authentications of one's legal and personal fitness to perform services
requiring defined skills in an area of work. Compiling all credential material needed to
apply for a teaching job is a tedious but necessary task" (Goldstein, 1986, p. 15).
University transcripts are the best indicators o f an applicant's scholarship, and they should
be scrutinized by school personnel (Goldstein, 1986; Shelton, 1989). Transcripts and
credentials should be; reviewed for each of the applicants, inspecting for depth of study in a
particular subject field (Jenkins, 1984). Transcripts and credentials should also be
reviewed to ascertain certification and to establish salary eligibility. Sti’l, credentials can be
either used or abused (Goldstein, 1986).
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As a selection tool, the application blank is efficient, robust, and highly valid as a
predictor for a broad spectrum o f very practical criteria. The application blank is an
important selection tool for collecting standardized biographical data on candidates during
initial paper-screening activities. Applications are usually used as pre-screening tools to
weed out those who do not meet the basic employment requisites. A well-structured
application form provides a uniform method for collecting pertinent data and, if read
carefully, usually yields telling inform ation (Castallo et al., 1992; G oldstein, 1986).
In addition, the standardized application blank has a high degree o f face validity for
employees and employers. Application blanks provide a low-cost means to gather
biographical data, previous job experiences, educational background, and a variety of
personal information that would otherwise be impossible or impractical to collect on
individuals (Bredeson, 1988).
Bredeson (1988) provided three general reasons supporting the use o f data related
to the assessment o f past accomplishments and performance records o f individuals secured
in application blanks:
1. past behavior is the best indicator o f future behavior,
2. samples o f past behavior are preferable to signs; and
3. biodata are samples of past behavior and are the best indicators o f future
behaviors, (p. 69)
Because o f the perceived unreliabiity o f personal references which are often open to
interpretation, some school systems no longer ask applicants to submit letters of
recommendation or ask for character references. Instead some districts require application
forms which ask for details including exact periods of employment, exact duties, why
applicant left the job, and whether the individual would rehire the applicant. In addition,
school districts working to improve teacher selection processes are providing the former
principals and other supervisors o f candidates evaluation forms for rating the teaching
performance and personal characteristics o f applicants (Saville, 1986;
Steuteville-Brodinsky et al., 1989).
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Em ploym ent o f the disabled has become a sensitive issue since the enactments of
tite Equal Em ploym ent Opportunity Act o f 1972 and the Rehabilitation Act of 1973
(Bredeson, 1986; G oldstein, 1986). Until the passage o f those two acts, school districts
were free to ask for whatever information they wanted regardless o f its relation to an
individual's ability to perform effectively in the position. Sensitivity regarding the
employment o f the handicapped has been elevated further since the passage of the
Americans with Disabilities Act in 1992. Care must be taken to avoid illegal questions
concerning race, religion, marital status, or personal habits or handicaps. Bredeson (1988)
stated:
M aterials and practices which are discriminatory are not only illegal, but when
com bined with requests for irrelevant candidate information, together they are likely
to com prom ise a school district's goal o f hiring the most capable individuals who
have the potential for high quality perform ance in the organization based on job
related experiences, (p. 77)
Bredeson and Caldwell (1988) reported the results of an analysis of legal
compliance by public school districts in the use o f application blanks in a large northeastern
state. They found that 45.7% o f respondent districts were using application blanks for
professional positions which contained from one to as many as nine specific requests for
information which were in violation of EEOC (Equal Employment Opportunity Act)
guidelines.
Bredeson (1986) investigated the effects o f letters o f recommendation on teacher
selection decisions. Four hypothetical letters o f recommendation for a social studies
teacher were constructed which contained identical items o f information about the
candidate. Letters were varied by tone o f the information (favorabie or neutral) and V rgth
o f the letter (short or long). After sending the four different letters to a random sample o f
160 high school principals, it was concluded that there is no significant difference in the
rating o f applicants who presented long or short letters o f recommendation. However, it
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was aiso concluded that favorable information had a significant effect on the high school
principals' ratings of the hypothetical social studies candidates.
Rebore (1991) discussed the use o f two different types of application forms in the
selection process. The first format emphasizes detailed and extensive factual information
and is used to gather basic information about a candidate's background and related
experiences. The second format em phasizes the candidate's opinions, attitudes, and
values. Castetter (1992) stated that "instead o f limiting the employment application to its
traditional purpose of a factual summation, this selection device can be designed to secure
altitudinal information which can be explored during the interview" (p. 169). Caliendo
(1986) noted that the applicant questionnaire can be used not only to determine knowledge
in the educational field but also writing skills. Another emerging issue in the design of
application blanks is the inclusion o f items designed to elicit personal information,
authorization to verify information, or agreement to certain conditions if employed
(Castetter, 1992).
Application forms should only ask for information that the employers really need to
know and should be reviewed to see if they elicit truly pertinent information (Castetter,
1992; Goldstein, 1986). "It is probably true that there are superfluous items on a majority
o f application blanks” (Castetter, 1992, p. 168).
Examinations o f resumes and credentials are often used to narrow the field of
candidates. Professional references can "indicate the extent to which a candidate’s previous
professors, principals, or colleagues consider him or her to have the interpersonal skills
necessary' to be an effective teacher" (W ise et al., 1987, p. 60). W ise et al. stated:
In effect, professional references can provide appraisals o f past perform ance and
classroom observation appraisals o f current performance. Because past and current
performance are the best predictors o f future performance, these mechanisms may
provide the most reliable and valid assessment of how effectively candidates will
teach, (p. 64)
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Jensen (1987) noted that "the ratings o f cooperating teachers were found to be the
best predictors of teaching performance three to six years after the completion of teacher
education" (p. 25). Tucker and Rowe (1979) discovered that impressions formed on the
basis o f reference letters had a strong influence on the final interview decision.
The reliability and validity of the information gained through references is limited
because raters are presented with broad categories representing a range of interpersonal
behaviors (W ise et al., 1987); applicants do their best to give reference forms only to
people who will respond favorably (Castallo et al., 1992; Steuteville-Brodinsky et ah,
1989; W ise et al., 1987); and principals' rating of teachers who are applying for new
positions is often suspect (Goldstein, 1986; W ise et al., 1987). This suspicion is xaised
because an administrator may be trying to "dump" a poor teacher and because letters o f
recommendation offered by an applicant tend to be glowing and filled with unsupported
praise. Perhaps reference letter writers are intimidated because o f "sunshine" laws and are
cautious about putting anything in writing that could later be used against them in litigation
(Castallo et al., 1992; Goldstein, 1986; Shelton, 1989). Castallo et al. recom m ended that
school district officials determine that the candidate's file contains al! letters that would
logically be included.
Goldstein (1986) stated, "An antidote to the sterility and sameness of many letters
o f recommendation as '-veil as to invigorate fact-finding, judicious use of the telephone is
necessary" (p. 19). W hile it is advisable to have references in writing, administrators agree
that more fruitful, precise, and reliable information on candidates' abilities is obtained by
talking with form er or present principals, supervisors, and employers on the telephone
(Goldstein, 1986; Jenkins, 1984; Steuteville-B rodinsky et al., 1989).
"Telephone calls are the most common form o f employment verification" (Castallo
et al., 1992, p. 79). Besides being convenient, telephone calls can serve as a means of
gathering valuable information on candidates. Most listed references will discuss a
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candidate more candidly on the telephone than in writing. Castalio et al. encouraged
administrators to contact all form er employers "to verify a candidate's past perform ance and
professional characteristics-strengdis, weaknesses and reason for leaving the previous
job" (p. 75). Goldstein (1986) recom m ended that "candidates should be told that their
references may be contacted on the telephone as one or more ways of gening to know you"
(p. 19).
Castalio et al. (1992) warned that use o f the telephone does provide a security risk.
"An administrator receiving a phone call from an alleged administrator does not know
whether the caller is in fact an administrator" (p. 80).
To summarize, there appear to be evolving methods and tools available to
employing officials in the area o f teacher selection. Administrators would be less than
faithful to the profession if they did not explore the potentials of such methods and tools for
use our school systems. Steuteville-Brodinsky et al. (1989) suggested the following
means to improve teacher selection:
(a) reviewing and improving selection procedures; (b) involving more people in the
selection process; (c) using screening tests and devices; (d) better checking of
references and credentials; (e) using team interviews, structured interviews,
commercial instruments; (f) observing candidates at work in the classroom; and
(g) providing inservice on teacher selection, (p. 28)
Problems in Teacher Selection
Almost all school districts face a num ber of problems and hurdles during the
process o f selecting good teachers. The num ber of hurdles and types of problems vary
widely among school systems. Decision making in the selection process can be improve
through an understanding of internal and external environmental elements including
transfers, inadequate or flawed information systems, inadequate funding for recruitmen
and selection, lack o f applicants, court decisions, and legislation (Castetter, 1992; Saw
1986; W ise et al., 1987). Although research regarding the problems associated with
selection of teachers is almost nonexistent, there are a number of institutional, job-related,
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environmental, service, and logistical problems identified and scattered throughout die
literature that identify problems which may hinder school officials' efforts to employpersonnel on the basis o f merit. These problems are next examined in subsections entitled
(1) institutional problems, (2) job-related problems, (3) environmental problems,
(4) service problem s, and (5) logistical problems.

lastimtional Problems
There may be problems in selection at hiring institutions, at preparing institutions,
or in the relationship o f communications between institutions. This section examines such
problems.
M ost superintendents and principals consider selection of staff an important
administrative task. Yet, very few districts train their administrators in the theory and
practice of teacher selection (Kahl, 1980; Steutevilie-Brodinsky et a l, 1989); very few
districts allocate a significant amount of time or money to teacher selection (Jensen, 1987);
most districts lack teacher selection policies and processes (Steutevilie-Brodinsky et al
1989); and many districts offer inadequate salary or benefits to attract quality candidates to
their district (Barker, 1985).
Seldom do the hiring officials have any training in selection techniques.
Steutevilie-Brodinsky et al. (1989) found that "few courses in educational administration
provide useful theory and practice in teacher selection” (p. 27). Donaldson (1990)
supported this contention by stating that "most administration courses do not offer
principals extensive information or training in these activities (selection and induction);
such a goal would require the better part of a course" (p. 1). This lack of training and
inservice means that most administrators and selection teams learn their selection skills
through trial and error. Steutevilie-Brodinsky et al. strongly recommended training for
administrators in the teacher selection process. M embers of selection committees need
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training in learning how to develop position criteria and utilize selection procedures
effectively.
Heynderickx (1987) noted that school districts may not be allocating adequate time,
energy, and money to the selection oi teachers. In addition to these inadequacies, Jensen
(1987) noted that many districts lack die policies to do well in selection. Decisions to hire
teachers may be based on inadequate selection criteria and procedures.
Steuteville-Brodinsky et al. (1989) stated:
Researchers have given school districts bad marks for paying insufficient
attention to the selection of teachers. They cite, among other faults and
deficiencies, absence o f policy for selection of employees, loose and unwritten
procedures, lack c f thoroughness, and poor coordination in the
recruitm ent-selection-hiring process, (p. 28)
Most school systems had no written criteria covering the characteristics desired in
new teachers. A 1989 AASA survey showed that only 10% o f die responding school
districts had a policy describing the kind o f teacher their district considers excellent
(Steuteville-Brodinsky et al., 1989). Even if the districts have written policies regarding
teacher selection, "the process and policies of the administrators charged with em ploying
new teachers are often not well articulated" (Braun et al., 1987, p. 45). The criteria
oftentim es are vague, unrealistic, and o f no value. The failure of many school districts to
review and update their selection criteria in writing is a selection problem.
Even if the selection policies and the selection criteria are cleariv spelled out this
may not guarantee a good selection process. "One of the major problems in the evaluation
o f teacher candidates has to do with the quality o f the measuring devices" (Kahl, 1980,
p. iv). Problems related to selection procedures include inadequate resources to utilize the
appropriate and best selection procedures; the lack of use and misuse o f available
procedures; and the problem with inform ation gathered through interview s, tests, reference
checks, application blanks, and inventories being incomplete, erroneous, or m isleading
(Bredeson, 1983; Castetter, 1992; Ewell & Chaffee, 1981; Hickey, 1970; K opetskie,
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1983; Nicholson & M clnem ey, 1988). "Falsified information has often been provided
about m atters such as certification status and past legal entanglements" (Castallo et al.,
1992, p. 79). A dding to these problems is the fact that "different individuals review ing the
same information often differ markedly in their judgm ents about its meaning, and tine
importance they attach to different components o f information" (Castetter, 1992, p. 151).
The same information oftentimes is interpreted in widely different ways by different
members o f the selection team (W ise et al., 1987).
Steuteville- Brodinsky et al. (1989) expanded on the common problem of
misleading information by stating;
College educators find it difficult to adm it that a student who received passing
grades and graduated, earning teaching credentials, would not be a competent
teacher. Some school administrators, being more than happy to see certain
teachers leave, will side step questions to avoid negative comments; many an
administrator will be ambivalent about a personable employee whose teaching
skills are deficient, (p. 27)
In addition to misleading information found in the references, interviewees also can
mislead decision makers. "Some candidates have the ability to talk a good game"
(Steuteville-B rodinsky et al., 1989, p. 27).
The m< «t capable candidates may not be the first to be hired because of insufficient
attention to the selection process. Research shows that administrators often fail to gather
enough inform ation about candidates (Jensen, 1987). Nesbit and Tadlock (1986)
recognized that the expense and administrative details o f selection can be considerable.
Decision makers in the selection process are asked to balance the reduction of uncertainty
that a piece o f inform ation provides about a decision, on one hand, with the known cost o f
acquiring the inform ation, on the other hand (Eweil & Chaffee, 1981; Hickey, 1970).
"School practitioners face the realistic constraints on the types and quality of information
they can gather about candidates, underdeveloped methods and ambiguous criteria for
teacher selection, and political and financial costs in implementing a chosen teacher
selection system " (W ise et al., 1987, p. 10).

63
Some districts have the additional difficuitv of the best teachers getting away
because of inadequate salaries and benefits when compared with neighboring communities
and other professions. W ise et al. (1987) recom m ended that districts should check the
attractiveness o f their teaching openings by examining the district's teacher salaries "to see
if they are com petitive with others and shouid seek to improve the conditions o f work
which are im portant to teachers, such as the provision o f adequate support for new
teachers" (p. vii).
Hooper (1987) noted that "salaries in rural districts rarely are competitive with those
in larger districts" (p. 17). In his investigation, Barker (1985) discovered that salaries for
rural teacher1- are 20-25% low er than those received by urban/suburban teachers. In
addition, m ost Districts impose a cap on the salaries they will offer experienced candidates
(W ise et al., 1987). In order to take the position, experienced teachers may have to take a
cut in salary and benefits. In some geographic locations, the teacher m arketplace is
becoming more and more competitive, and districts need to attract good candidates
continually. Financial rewards m ust match the responsibilities o f the position. In some
states, rural districts are starting to "attract applicants by promising benefits ranging from
bonuses to relocation services to reductions in rent” (Jensen, 1987, p. 8).
Even though the best ways to improve instruction in schools is through the careful
selection o f teachers, school administrators often fail to capitalize on this opportunity to
improve the quality o f teachers. Administrators have failed, for instance, to capitalize on
the selection opportunity that "selection decisions made by school administrators have
found to be biased systematically by factors that were not related to teacher performance"
(Young & Voss, 1986, p. 40). Young and Voss's research revealed that selection
decisions are influenced by factors that are unrelated to an individual's teaching
performance, including chronological age of the teacher candidates and the amount of
reference information describing teacher candidates. M erritt (1971) found principals
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preferred candidates with attitudes similar to their own. Attitude congruence between the
principal and the candidate predicted hiring better than did qualifications for the job.

Some districts experience difficulties related to the teaching positions when it comes
to selecting the best teachers from among those w ho apply. Some districts experience
difficulty in attracting applicants. A constraint in attracting applicants often centers around
the attractiveness o f the

itself. There may be an absence of specialized equipment or

space which would make the job am active, there may be too many preparations, there may
be too many extracurricular assignments attached to the position, and the position may
require teaching in two o r more curriculum area >.
H ooper (1987) revealed some of the job-reiated problems unique to many rural and
small school districts by stating:
Factors affecting teacher supply that are unique to rural and small school districts
are not limited to locations—which often are far from the stimulus o f metropolitan
areas. The increasing emphasis on subject-area specialization in many teacher
education program s also plays a pan: fewer graduates are prepared for the demands
o f rural schools, where teachers may have responsibility for several subjects and
extracurricular activities, (p. 17)
Teachers in small schools oftentimes are required to teach in two or more
curriculum areas, along with coaching extracurricular activities, necessitating the need for a
wide range o f abilities and certification in more than one area or level. In addition, Jensen
(1986) noted that "they may need to adjust to the co m m u n ity -to its expectations, its
lifestyle, and its available support systems. Often the teacher in a rural school must be
capable of a high degree o f autonomy; supervision may be remote" (p. 3). Rural educators
fault many teacher education programs for not offering courses to introduce students to the
challenges and satisfactions of teaching in a small or rural district (Hooper, 1987).
"Some districts have additional problems o f the best teachers getting away because
the district or school has a bad reputation for w orking conditions (i.e., large c'ass sizes,
discipline problem s, staff unrest)" (Steuteville- B rodinsky et al., 1989, p. 28).
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"Prospective candidates may not be interested in pursuing a jo b opportunity in a particular
school district because o f that district's image in the com m unity" t Rebore, 1991, p. 76).
"A position that is view ed as anxiety-laden may not interest people" (Rebore, 1991, p. 77).
Effective selection depends to a large degree to the attractiveness of the position. W ise
et al, (1987) recom m ended that "districts should seek to improve the conditions o f work
which are im portant to teachers, such as the provision o f adequate support for new
teacheis" (p. vii). W orking conditions such as few discipline problem s, sm all classes, no
cafeteria or bus duty, and reduced teaciting loads can make a position more attractive.
Environmental Problem s
Tw o environmental problem s sometimes encountered by many schools are the
problems o f too many applicants where the district is inundated by paper and too few good
applicants where there is not a sufficient pool for selection. Duke and Canady (1991)
stated that "the likelihood o f finding talented teachers is related, in part to the size of the
applicant pool" (p. 114). W ise et al. (1987) found that school district characteristics such
as geographic location, climate, neighborhood and student characteristics, cost o f living,
class size, and other w orking conditions affect teacher supply. The applicant pool should
be ample to provide a num ber o f qualified candidates, but not so large that the task of
working through the inform ation on all applicants becomes unmanageable. In reality, this
is not always the case.
Information is necessary to arrive at a decision, but too much inform ation and/or
inappropriate information can im pede the selection process (Ewell & Chaffee, 1981:.
W ise e' al., 1987). A problem in teacher selection decisions is assessing the attributes of
candidates, particularly if the assessm ent takes a long time, requires extensive am ounts of
information, and involves a large num ber o f applicants (Hickey, 1970; K opetskie, 1983).
In the case o f too m any applicants, efficiency o f selection is param ount (W ebster, 1988).
"Collecting, analyzing, reporting, and disposing of vast amounts o f inform ation from jo b
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applicants is one huge responsibility o f your school system's personnel department"
(Sawyer, 1988, p. 23). If school adm inistrators are to hire the best available teachers, then
the inform ation they collect must be die right information and it must be accessible. W ise
et al. (1987) recom m ended that schools develop adequate m anagement information systems
to handle the volumes o f information associated with large pools o f candidates. They
suggested a good com puter system to manage the information. A large applicant pool does
not alw ays guarantee a higher quality pool o f applicants. In Jensen's (1986) words, "Even
a large reserve o f candidates may not include enough applicants who fit districts' specific
needs, nor does it guarantee highly qualified teachers" (p. 5).
It appears that competition for top talent in teaching has increased in recent years.
College students' interests are shifting away from the field o f education and causing the
m ost academically able to pursue other careers (Schlechty & Vance, 1983). Accordingly,
teacher shortages have diminished the size o f m any applicant pools and have made the task
o f selecting the best candidates even more challenging.
O ther factors act to diminish the applicant pool. State certification requirements, for
instance, can make it difficult to recruit out-of-state teachers. W ith-in district transfer
policies also can limit applicants. By tire rime all district transfer requests have been
processed, many o f the most promising outside candidates may have accepted positions
elsewhere. O ther policy-related factors that can affect selection include starting salary,
relocation incentives, fringe benefits, working conditions, and teaching assignments for
new com ers (D uke & Canady, 1991).
Commonly, hiring practices are limited to reviewing applications that arrive
unsolicited or those submitted in response to a new spaper advertisement. It's
unlikely that such a limited pool o f applicants will produce top talent. Y our odds
improve dramatically when you expand your search beyond tire applications filed in
your personnel office. (Erase, 1991, p. 23)
Castallo et al. (1992) pointed out that small rural districts often find themselves
searching for a good, qualified pool o f applicants. Oftentimes, administrators are not able
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to find candidates about whom they feel sufficiently co nfident W ise et al. (1987) noted
that "as state policy tightens accreditation and certification standards for schools, it reduces
the pool o f eligible applicants for any given teaching position" (pp. 2-3).
"All too often, personnel are chosen on the basis o f politics, nepotism, popularity,
physiognom y, propinquity, seniority, physical fitness, com prom ise, hero w orship, ethnic
background, natural succession, test results, personalty traits and salesmanship" (Castetter,
1992, p. 150) rather than on the basis of merit. Selection decisions oftentim es are made in
a political environm ent (W ise et al., 1987). Oftentimes there is political pressure to
consider a particular candidate in the selection process. Castallo et al. (1992) noted that
rural districts are often the most vulnerable to the problem o f nepotism since the candidate
pool may be limited by geography, and the individuals who have the required education
and certification are often members o f the same family, along with the common belief that
people who grew up or lived in the school district automatically should be given preference
in hiring. Castallo et al. recom m ended a clear board policy to curb the threat o f nepotism.
There is also a tendency for administrators to hire only "known quantities-candidates they
have worked with previously" (W ise et al., 1987, p. 64). N epotism , patronage,
favoritism, familiarity, or a candidate's ability to make a good im pression should not be
allowed to replace m e rit
In addition, policy constraint, legal constraints, and local labor market conditions
limit a school district's ability or willingness to search for and select the best candidates
(W ise et ai., 1987). These constraints on school districts create a problem by limiting their
opportunity and ability to select the best teachers-forcing them to "satisfize" (as opposed to
maximize) as they choose among the candidates (W ise et al., 1987).

Service Problems
The location o f a school can play a large part in determ ining the number of
applicants. Some districts encounter additional difficulties o f attracting quality applicants
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because their schools are in some undesirable location-inner-city or rural, small town.
Barker and Beckner (1987) contended:
Although the basics o f instruction are sim ilar in urban, suburban, and rural schools,
there are important demands o f the rural instructional setting which are different.
Teachers are generally more isolated from ongoing developments in their field and
from teachers with similar subject m atter expertise. The cultural and geographical
isolation common to many rural areas is thereby compounded by a sense o f
professional isolation, (p. 1)
H eige and Manrs (1981) found that m any teachers who left rural districts cited
cultural and social isolation as reasons for leaving. Teachers may leave small rural
communities because they do not fit into the com m unity rather than that they do not have
the competencies to be an effective teacher in that school. Barker and Beckner (1987)
further noted that "rural teachers often experience difficulty in locating adequate housing,
and they m ay later have difficulty selling property" (p. 1). Along with these problem s,
teachers in small communities often have limited privacy and often are required to work
with inadequate supplies. Jensen (1987) recognized vigorous recruitm ent as a necessity for
inner-city and isolated rural schools.
Administrators o f isolated rural schools face unique challenges. "Potential
applicants may know more about rural schools' disadvantages than about r’

advantages

they frequently offer—smaller classes, greater participation in decision-m aking, com m unity
support" (Jensen, 1987, p. 8). W ise et al. (1987) pointed out that advantages for attracting
teachers include a desirable place to live, school's reputation for supporting teachers,
nearness to colleges and industries, the region’s culture, the district’s stable leadership, and
com m unity support for its public schools. W ise et al. (1987) cautioned that many o f the
school districts that have the natural recruiting advantages oftentimes have limited
adm inistrators' willingness to expend extra effort to find the best teachers.
W ith the diminishing supply o f teachers in many subject areas, rural school districts
face a more critical problem than do their urban or suburban counterparts. The negative
factors that dissuade many teachers from applying to rural districts include social and
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cultural isolation, poor pay and salary differentials, limited m obility, and lack o f personal
privacy. The benefits (positive aspects) o f a small rural community include easygoing life
styles and unique recreational opportunities, along with the fact tit at they are often friendly
and scenic. Rural schools often have small classes, few discipline problems, greater
flexibility in program m ing studies, and overall higher quality o f education. In discussing
the problems o f selection and retention in rural districts, Seifert (1982) suggested that
selection teams should look for the following qualities within the applicant: accepting o f
the rural culture, behaviors appropriate for the rural environment in which they will live,
generic skills, interest in gaining knowledge of the local community, and ability to develop
local and long distance support systems. If weather or location necessitate long periods o f
isolation, self-entertainers and those who are self-sufficient are less likely to leave
(M iller & Sidebottom, 1985). In selecting a candidate, it is best to choose those with
behaviors, interests, and skills compatible with the community. If teacher selection is to be
successful, securing a high degree o f match between the vaiue/life style o f the individual
and the community is an imperative.

Lesi&iMPmMems
Good teacher selection requires resources and logistical arrangem ents which are
more dem anding than m any districts are able to o r willing to provide. The W ise et al.
(1987) case studies revealed that organizational demands limited school districts' ability to
generate reliable and valid information about teacher candidates. These limitations, in the
schools studied, were related to large applicant pools, large internal transfer pools, and
poor m anagem ent information systems. Other logistical problems included specific
vacancies were often not reported promptly, vacancies occurred at unexpected or
inopportune times (e.g., late resignations, m id-year requests for release), inaccurate
projections o f teacher dem and, delays associated with budget decisions, necessity to make
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choices during the summer months when few current staff members were available, and
lack o f tim e to make good selection decisions.
Logistical problems stymie hiring. First vacancies aren’t reported to district
personnel departments in a timely m anner because some teachers do not resign until
summer. Second, although school districts collect extensive information on
candidates, they aren't technologically equipped to cross reference such things as
applicants qualified in more than one subject or possessing particular skills. Third,
principals do not have equal access to information about teaching applicants.
Favored or m ore aggressive principals will acquire it while others won't.
(M axw ell, 1987, pp. 2-3)
Steuteville-Brodinsky et al. (1989) recognized that "although m ost teaching
contracts establish an early summer deadline for giving notice of the intent to resign,
administrators and school boards find few advantages are gained by not releasing a teacher
who wants to be elsewhere" (p. 36). The selection decision is further com plicated by die
need for action within a limited time frame, especially if a teacher resigns in the late summer
when there is insufficient time or the time o f year is wrong to establish a good pool o f
candidates (W ise et al., 1987). "W ith-in district transfer policies also can limit applicants.
By the time ail district transfer requests have been reviewed and acted upon, many o f the
m ost prom ising outside candidates may have accepted positions elsewhere"
(Duke & Canady, 1991, p. 114).
Logistical problem s are not restricted to smaller rural schools. Some larger schools
tend to be characterized by more bureaucratic and impersonal screening practices
(Duke & Canady, 1991; M axwell, 1987). "To com bat this problem, they should train
hiring staffs to give appropriate and timely feedback" (M axwell, 1987, p. 3). W ise et ai.
(1987) recom m ended that "the recruitment, screening, hiring and placement phases o f the
selection process must be coordinated so that bureaucratic processing, red tape, and lapses
in time do not result in the loss o f desirable candidates" (p. vii). W ise et al. found that
applicants preferred situations where screening occurred at the school site and involved
teachers and principals.
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Selection activities are more or less im
often happen after hours or over the summc
problems and stated that "a context needs

-ole during the normal working day; they
lonths. Donaldson (1990) recognized these

oe built that supports the principal’s heavy

investm ent o f time and energy in selection’’ (p. 1).
Natter and K uder (1983) found that administrators do not allocate a significant
am ount o f time and finances to the selection process. The problem in selecdon is that it is
difficult to assess such attributes of a candidate, particularly in the length o f time available
for the typical assessm ent process (Nicholson & M clnem ey, 1988).
This chapter has provided an examination o f the literature, an extensive, but not
exhaustive, review o f the importance of teacher selection, systematic approaches to teacher
selection, the complexity of teacher selection, the criteria valued and utilized in teacher
selection, the procedures valued and utilized in teacher selection, and the problems in
teacher selection. The following chapter presents a description o f the methodology used to
conduct the present study. The chapter includes information about the literature
examination and instrument development, the population studied and the method used to
collect the data, and the data analysis employed in this study.

CHAPTER IH
METHODOLOGY AND PROCEDURES
This chapter details the methods and procedures used in this study. The chapter
describes how the literature examination was conducted, the development o f the
instrument, tire population studied and method used to collect the data, and how the data
were analyzed.
Literature Examination and Instrument Development
This study was designed to assess school adm inistrators’ perceptions regarding
(1) the importance of and utilization o f various criteria employed in a teacher selection
decision, (2) the importance o f and utilization o f various procedures in a selection process,
and (3) the perceived seriousness o f certain problem s associated with selection practice. A
corollary purpose was to analyze the data based on school enrollment size, location o f
school, and by administrative role. The specifics o f these analyses include the following:
(a) W hether or not there exist differences in perceptions related to the three different
sizes o f schools (small secondary schools w ith less than 100 students, medium -sized
secondary schools with an enrollment o f 100 to 199 students, and large secondary schools
with an enrollm ent o f 200 or more students).
(b) W hether or not there exist differences in perceptions related to the three
different locations of schools (less than 35 miles from a community with a population o f
25,000 o r m ore, 36-70 miles from a com m unity with a population o f 25,000 or more, and
more than 70 miles from a community with a population o f 25,000 or more). The
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community population, 25,(XX) inhabitants, was selected because that size, it was believed,
represented a com m unity which would exhibit a comprehensive set o f human services.
(c)

W hether or not there exist differences in perceptions by administrative

role—secondary principals versus superintendents.
Table 1 provides a description o f all variables.
Table 1

Desgriptifln-QtYariablss
Name of variable

Variables

Administrative role

(1) Superintendent
(2) Secondary' principal

High school enrollm ent (grades 9-12)

(1) Less than 100
(2) 100-199
(3) 200 and more

Distance from a city with a population
o f 25,000 o r more

(1) Less than 35 miles
(2) 36-70 miles
(3) More than 70 miles

Instruments em ployed in and results from previous studies, along with judgm ents
from professional educators, were used in the developm ent of a three-pan questionnaire.
P an One, questions 1-30, asked for responses regarding criteria. P an Two, questions
31-47, consisted o f item s related to procedures. Pan Three, questions 48-64, asked for
administrators' perceptions o f problem s in teacher selection. The first tw o pans o f the
questionnaire (criteria and procedures) were compiled and adapted from questionnaires
developed by C arm an (1990) at Bowling Green Slate University and King (1991) at the
University o f North Carolina at Chapel Hill. The third p a n of the questionnaire was
developed through a review of the writing o f M asanja (1990) at Lom a Linda University at
Riverside with the addition o f concepts from the writings o f C astetter (1986) Slight
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m odifications in statements were made to the sets o f items following pilot testing o f the
instrument. (The instrument and cover letters and a copy o f the post card fo'llow-up are
contained in Appendix A and Appendix B.)
Part One o f the instrument (CRITERIA), items 1-28, asked for responses regarding
both the perceived value (degree of importance) o f each teacher selection criterion and the
reported utilization o f each criterion within the school. Criterion value was m easured by
use o f a four-point scale ranging from "1: not very important" to "4; very im portant"
Criterion utilization was measured by answ ering "no," "sometimes," or "yes” with
assigned values of 1, 2, or 3, respectively. Question 29 had administrators list the three
criteria they believed to be most crucial in selecting teachers. Question 30 asked the
administrators to identify any other criterion (criteria) that should have been included in the
questionnaire.
A fter reviewing the list and the literature, each selection criterion was assigned to
one o f four clusters based on similar studies and the judgm ents o f this writer and his
advisor. A factor analysis was conducted on the group o f items in a cluster and an alpha
rating was determined. Items receiving a negative factor loading were excluded from the
clusters. (The scales derived from the factor analysis computed on all selection criteria
value and utilization ratings are contained in Appendix C and Appendix D.) Clusters with
items and the items that were excluded alter the factor analysis follow:
Interpersonal Skills (Value Alpha = .649; Use Alpha = .446)
(1) Ability to get along with others
(2) Ability to relate to students
(3) Outgoing personality
(4) Ability to work with faculty or staff
(5) Ability to show empathy and understanding
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Academic Qualifications (Value Alpha = .674; Use Alpha = .656)
(6) Educational background
(7) Level o f certification
(8) Area(s) o f certification
(9) National Teacher Exam Score (Excluded)
(10) Knowledge o f content/subject
(11) General knowledge
(12) Knowledge o f teaching skills
Personal Attributes (Value Alpha = .762; Use Alpha = .786)
(13) Communication skills
(14) Appearance
(15) Personal qualities
(16) Health
(17) Voice quality
(18) Honesty
(19) Identification with school district (Excluded)
Teaching Competencies (Value Alpha = .640; Use Alpha - .717)
(20) Ability to use teaching skills listed in #12
(21) High expectations o f student performance
(22) Prom ptness and thoroughness o f reports/assignm ents
(23) Knowledge and skills in instructional technology
(24) Length o f experience
(25) Quality o f experience
(26) Ability to coach or direct in extracurricular activities
(27) Ability to control students
(28) Ability to stimulate interest and participation
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Part T w o o f the instrum ent (PRO CED U RES), item s 32-45, asked for responses
regarding both the perceived' alue (degree o f importance) o f each procedure and reported
utilization of each procedure within the school. Value o f each procedure was measured by
using a four-point scale ranging from "1: not very important" to "4: very important."
U sage o f each procedure was measured by answ ering "no,” "sometimes," or "yes" with
assigned values o f 1 ,2 , or 3, respectively. Q uestion 46 had administrators list the three
procedure items they believe! to be most crucial in selecting teachers. Question 47 asked
the administrators to identify any other procedure(s) that should have been included in the
questionnaire.
A fter reviewing the list and the literature, each selection procedure was assigned to
one o f four clusters based on similar studies and the judgm ents o f this writer and his
advisor. A factor analysis was conducted on the group o f items in a cluster and an alpha
rating was determined. Items receiving a negative factor loading were excluded from the
clusters. (The scales derived from the factor analysis com puted on all selection procedures
value and utilization ratings are contained in Apnendix E and Appendix l7). Clusters with
items and the items that were excluded after the factor analysis follow:
Examinations (Value Alpha = .497; Use A lpha = .358)
(31) National Teacher Examination
(32) Teacher Perceiver Interview
(33) W ritten exercise in written expression
Interviews (V alue A lpha = .546; Use Alpha = .452)
(34) Structured interview
(35) U nstructured interview (Excluded)
(36) Principals involved in the interview
(37) Teachers involved in the interview
(38) Lay citizens involved in the interview
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Observations (Value A lpha = .825; Use Alpha = .765)
(39) Direct observation o f a teaching lesson
(40) Videotaped teaching lesson
(41) Audio taped teaching lesson
Background (Value A lpha = .677; U se Alpha = .608)
(42) Official academic transcript or credentials
(43) Letter o f application
(44) Personal references
(45) Phone call to previous employer
Part Three o f the instrum ent (PROBLEM S), items 48-69, asked for responses
regarding the perceptions o f superintendents and secondary principals concerning teacher
selection problems. The perceived level o f seriousness o f each problem item was measured
by using a four-point scale ranging from "1; not a problem" to "4: m ajor problem .”
Question 63 had administrators list the three problem items they believed to be most critical
in selecting teachers. Question 64 asked the administrators tu

uify any other problem(s)

that exist regarding teacher selection in their school or district.
After reviewing the list and the literature, each selection problem was assigned to
one o f five clusters based on the judgm ents of this w riter and his advisor. A factor analysis
was conducted on the group o f items in a cluster and an alpha rating was determined.
Items receiving a negative factor loading were excluded from the clusters. (The scales
derived from the factor analysis com puted on all selection problems level o f seriousness are
contained in Appendix G.) Clusters with items and the items that were excluded after the
factor analysis follow:
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Institutional Problem s (Alpha = .698)
(48) Lack of training to make good selection decisions
(49) Lack of resources or capacity to assess whether criteria are met
(50) Absence of written job criteria o r jo b descriptions
(51) No established guidelines in system to follow
(52) Inadequate salary or benefits
(Alpha = .723)
(53) Absence o f specialized equipment or space which would make job attractive
(54) Jobs themselves are unattractive (too many preparations, too many
extracurricular assignments attached)
(55) Requirement to teach in two or m ore curriculum areas
Environmental Problems (Alpha = .661)
(56) Too many applicants (inundated by paper) (Excluded)
(57^ Too few good applicants (insufficient pool for selection)
(58) inappropriate preparation o f m any of the candidates
(59) Too much competition for top talent (out o f state or in state)
(60) Reputation o f school/com m unity (e.g., high teacher turnover, student
discipline problems) (Excluded)
Service Problem s (Alpha = .886)
(61) Proximity o f community to college/university
(62) Proximity of community to medical services
(63) Proximity o f community to business services
(64) Proximity o f community to cultural events/activities
(65) Proximity o f community to m ajor athletic events
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Logistical Problem s (Alpha = .627)
(66) Vacancies occur at unexpected or inopportune times (e.g., late resignations,
m id-year requests for release)
(67) Inability or difficulty to arrange on site interviews
(68) Necessity to make choices during the sum m er months when few current staff
members are available
(69) Lack o f time to make good selection decisions

PsEulaBQP Studied.m id id ^ g d Jis^ .a£ Misci .Pf7a
Data for this study were collected by mailing questionnaires to a stratified random
sample o f 384 public school systems in North Dakota, South Dakota, and northwestern
Minnesota. The northwestern M innesota counties included in the sample were Becker,
Beltrami, Cass, Clay, Clearw ater, Crow W ing, D ouglas, G rant, H ubbard, Kittson, Lake,
o f the W oods, M ahnom en, M arshall, M orrison, Norm an, O tter Tail, Pennington, Polk,
Pope, Red Lake, Roseau, Steam s, Stevens, Todd, Traverse W adena, and Wilkin
Questionnaires were sent in February 1993 to 768 adm inistrators-384 superintendents and
384 secondary principals. One hundred forty-two pairs o f questionnaires were sent to
small (grades 9-12) schools with less than 100 students in membership; 121 pairs of
questionnaires were sent to medium-sized (grades 9-12) schools with 100-199 students in
membership; and 121 pairs o f questionnaires were sent to large (grades 9-12) schools with
200 or more students in membership. Demographic questions were included with each
questionnaire to enable this writer to sort between administrator's role, among locations o f
the schools, and am ong enrollm ents o f the schools.
M ailings to the districts were made to the superintendent. The first mailing
consisted o f two cover letters, two instruction sheets for com pleting the questionnaire, two
stamped, self-addressed envelopes, and two questionnaires—one for the superintendent and
one for a secondary' school principal in tine district. A five-digit identification number was
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included, on each questionnaire to assure confidentiality but yet make it possible to identify
persons who had completed the questionnaire and follow up with those who had not
responded. This enabled the w riter to identify questionnaires that had not been returned for
the purpose o f follow-up. Follow-up was conducted using post card rem inders.
Data obtained through the questionnaire were tabulated and reported in the
following manner:
1. All information from the questionaires was tabulated collectively for all school
districts. This permitted a general description o f responses.
2. Data were analyzed by adm inistrative role, by school size, and by school
location. This permitted the assessment o f w hether differences existed across these
demographic characteristics.
3. A few open-ended questions elicited additional responses. These

,s

permitted an assessment regarding wnciher or not and how the respondents felt limited by
the structured items within the instrument.
4. The resulting data and tables were accompanied by a discussion o f the findings
described in each table.
O f the 768 questionnaires sent, 539 were returned for an overall return rate of
70.18% and with the return rate on each category as follows:
1. O f the 284 administrators o f small secondary schools surveyed, 171 returned
questionnaires for a return rate o f 60.21%.
2. O f the 242 administrators o f m edium -sized secondary schools surveyed, 182
returned questionnaires for a return rate o f 75.21%.
3. O f the 242 adm inistrators o f large secondary schools surveyed, 183 returned
questionnaires for a return rate o f 75.62%.
4. O f the 384 superintendents surveyed, 293 returned questionnaires for a
return rate o f 76.30% .
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5. O f the 384 principals surveyed, 246 returned questionnaires for a return rate o f
64.06% .
6. A total o f 106 questionnaires were returned from schools within 35 miles o f a
com m unity with a population o f 25,000 or more.
7. A total o f 181 questionnaires were returned
community with a population of ? t' ’
8. A total v

. schools 36-70 miles from a

or more.

questionnaires were returned from schools m ore than 70 miles

community with a population of 25,000 or more.
Data Analysis
This study was designed to answer the following specific research questions:
1. W hat secondary teacher selection criteria do administrators value?
2. W hat secondary teacher selection criteria do administrators employ?
3. W hat secondary teacher selection procedures do administrators value?
4. W hat secondary teacher selection procedures do administrators employ?
5. W hat are adm inistrators' perceptions regarding the seriousness o f certain
problems (obstacles) associated with secondary teacher selection?
6. D o the perceptions of respondents, regarding the im portance o f secondary
teacher selection criteria, differ based on the size o f the secondary school?
7. D o the ratings o f respondents, regarding the utilization o f secondary teacher
selection criteria, differ based on the size o f the secondary school?
8. D o the perceptions o f respondents, regarding the im portance o f secondary
teacher selection procedures, differ based on the size o f the secondary school?
9. D o the ratings o f respondents, regarding the utilization o f secondary teacher
selection procedures, differ based on the size o f the secondary school?
10.

Do the perceptions o f respondents, regarding the seriousness o f secondary

teacher selection problem s, differ based on the size of the secondary school?
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11. D o the perceptions o f respondents, regarding the importance o f secondary
teacher selection criteria, differ based on die location o f the secondary school in relationship
to a com m unity with a population o f 25,000 or more?
12. Do the ratings of respondents, regarding the utilization o f secondary teacher
selection criteria, differ based on the location o f the secondary school in relationship to a
com m unity with a population o f 25,000 or m ore?
13. D o the perceptions o f respondents, regarding the importance o f secondary
teacher selection procedures, differ based on the location o f the secondary school in
relationship to a community with a population

25,000 or more?

14. Do the ratings o f respondents, regaruing the utilization o f secondary teacher
selection procedures, differ based on the location o f the secondary school in relationship to
a com m unity with a population o f 25,(XX) or m ore?
15. D o the perceptions o f respondents, regarding the seriousness o f secondary
teacher selection problems, differ based on the location o f the secondary school in
relationship to a community with a population o f 25,000 or more?
16. D o the perceptions o f respondents, regarding the importance o f secondary
teacher selection criteria, differ based on the administrative role o f the
respondent—secondary principal or superintendent?
17. Do the ratings o f respondents, regarding the utilization o f secondary teacher
selection criteria, differ based on the administrative role o f the respondent-secondary
principal or superintendent?
18. D o the perceptions o f respondents, regarding the importance o f secondaryteacher selection procedures, differ based on the administrative role of the
respondent-secondary principal or superintendent?
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19. Do the ratings o f respondents, regarding the utilization o f secondary teacher
selection procedures, differ based on the administrative role of the respondent-secondary
principal or superintendent?
20. Do the perceptions o f respondents, regarding the seriousness o f secondary
teacher selection problem s, differ based on the administrative role o f the
respondent—secondary principal or superintendent?
SPSS-X (Statistical Package for the Social Sciences) was used in the description
and analysis o f the data. Analyses dealt not only with individual items but also with
clusters o f related items. D ie data were analyzed in the following ways:
1. The mean and standard deviation o f the ratings of im portance of each criterion
(items 1-28) for all administrators were reported and the mean and standard deviation o f the
ratings of utilization o f each criterion (items 1-28) for all administrators were reported.
2. The frequency and percentage o f respondents to each item appeared in
regards to the listing o f the top three items in the criteria section (item 29) for all
administrators were described.
3. The additional criteria suggested by respondents in item 30 were listed with
their respective frequencies.
4. The mean and standard deviation o f the ratings o f im portance o f each
procedure (items 31-45) for ail administrators were reported and the mean and standard
deviation o f the ratings o f utilization o f each procedure (items 31-45) for all administrators
were reported.
5. The frequency and percentage o f respondents to each item appeared in regards
to the listing o f the top three items in the procedure section (item 46) for all administrators
were described.
6. The additional procedures suggested by respondents in item 47 were listed
with their respective frequencies.
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7. The mean and standard deviation o f the ratings o f seriousness for each
problem (item s 47-69) for all administrators were reported.
8. The frequency and percentage o f respondents to each item appeared in regards
to the listing o f the top three items in the problem section (item 70) for ail administrators
w ere described.
9. The additional problems suggested by respondents in item 71 were listed
with their respective frequencies.
In addition, an analysis o f variance was used to compare the mean ratings and
analyze the following:
1. The effect o f school size regarding the value or degree of importance o f criteria
contained in each o f the clusters in Part One, the criteria section.
2. The effect o f district size regarding the utilization o f criteria contained in each
o f the clusters in Part One. the criteria section.
3. The effect o f school size regarding the value or degree of importance of
procedures contained in each o f the clusters in Part Two, the procedures section.
4. The effect o f district size regarding the utilization o f procedures contained in
each o f the clusters in Part Two, the procedures section.
5. The effect o f school size regarding the seriousness o f problems contained in
each o f the clusters in Part Three, the problem s section.
6. The effect o f school location regarding the value or degree of importance of
criteria contained in each of the clusters in Part One, the criteria section.
7. The effect o f school location regarding the utilization o f criteria contained in
each o f the cluster in Part One, the criteria section.
8. The effect o f school location regarding the value or degree o f im portance o f
procedures contained in each o f the clusters in P a n Two, the procedures section.
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9.

The effect o f school location regarding the utilization o f procedures contained

in each o f the clusters in Part Two, the procedures section.
10. The effect o f school location regarding the seriousness o f problem s contained
in each o f the clusters in Part Three, the problems section.
11. The effect o f administrative roles regarding the value or degree o f importance
o f criteria contained in each of the clusters in Part One, the criteria section.
12. The effect o f administrative roles regarding the utilization criteria contained in
the clusters in Part O ne, the criteria section.
13. The effect o f administrative roles regarding the value or degree o f importance
o f procedures contained in each o f the clusters in P an Two, the procedures section.
14. The effect o f administrative roles regarding the utilization o f procedures
contained in each o f the clusters in Part Two, the procedures section.
15. The effect o f administrative roles regarding the seriousness o f problem s
contained in each o f the clusters in P an Three, the problems section.
The following chapter presents an analysis o f the data collected from the
questionnaire. Both o f the results—co-m ingling data from all enrollm ent sizes, all
locations, and both adm inistrative ro ie s-a re followed by analyses which exam ine whether
differences can identified be by enrollm ent size, by location, and by adm inistrative role.
The results are presented in tabular and narrative form.

CHAPTER IV
ANALYSIS OF TH E DATA
The purpose o f the study was to ascertain which criteria administrators regarded as
important, together with an assessment regarding w hether or not they reportedly used those
criteria; to ascertain which procedures adm inistrators regarded as important, together with
an assessm ent regarding whether or not they reportedly used those procedures; and to
ascertain which problem s administrators encountered in selecting competent secondary
teachers. A corollary purpose was to analyze w hether or not differences exist by schools
o f various sizes, by schools in various locations, and by different administrative roles.
In this chapter, the writer reports the data which were compiled from the responses
to a questionnaire sent to superintendents and secondary principals in North Dakota, South
Dakota, and northwestern Minnesota. The data analysis is organized and presented in the
order of the specific research questions. There are five major sections in this chapter. The
first section contains a description o f the values held by the total population of
administrators toward the teacher selection criteria and procedures, along with an analysis
o f the reported utilization o f the various criteria and procedures. The general description o f
die data in the first section also includes an analysis o f the problems in teacher selection as
perceived by the total population of administrators. The second section contains an
analysis o f responses by high school size, the third section contains an analysis of
responses by school district location, and the fourth section contains an analysis o f
responses by adm inistrative role.
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The data were used to ascertain which criteria administrators (superintendents and
secondary principals) regarded as important, together with an assessm ent regarding
whether or not they reportedly employ those criteria; to ascertain which procedures
administrators (superintendents and secondary principals) regarded as important, together
with an assessment regarding w hether or not they reportedly employ those procedures; and
to ascertain which problems administrators (superintendents and secondary principals)
encounter in selecting competent secondary teachers. In addition, the w riter examined
differences in the relative importance and utilization of these criteria and procedures and the
seriousness of the problems by exam ining the following questions:
(a) Are there differences in the perceptions of administrators in small, medium, and
large school districts regarding the relative degree o f importance o f these criteria and
procedures? Are there differences in the perceptions o f administrators in small, medium,
and large school districts regarding the utilization o f these criteria and procedures? Are
there differences in the perceptions o f administrators in small, medium, and large school
districts regarding the relative degree o f seriousness o f problems?
(b) Are there differences in the perceptions o f administrators based on the
location of the school district in relationship to a community with a population of 25,000 or
more regarding the relative degree o f importance o f these criteria and procedures? Are there
differences in the perceptions o f administrators based on the location o f the school district
in relationship to a community with a population o f 25,000 o r more regarding the utilization
o f these criteria and procedures? Are there differences in the perceptions of administrators
based on the location o f the school district in relationship to a com m unity with a
population of 25,000 or more regarding the relative degree o f seriousness of
problems?
(c) Are there differences in the perceptions of superintendents and secondary
principals regarding the relative degree of importance of these criteria and procedures? Are
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there differences in the perceptions o f superintendents and secondary principals regarding
the utilization o f these criteria and procedures? Are there differences in the perceptions o f
superintendents and secondary principals regarding die relative degree o f seriousness o f
problems?
Treatm ent o f the data was multi-faceted. Analysis was performed for individual
items; by clusters (categories) o f items; and by additional criteria, procedures, and
problem s suggested by the administrators. A nalysis o f the individual items consisted o f
tables generated by the entire sample depicting the mean values and standard deviation
relative to the value assigned for each specific item regarding criteria, procedures, and
problems in secondary teacher selection. Separate tables were constructed to present the
level o f utilization for each individual item in the criteria and procedure sections. Clusters
were treated through the use o f ANOVA.
General Description o f the Data
A nalysis o f D ata Pertaining to Research Question 1
W hat secondary teacher selection criteria do administrators value? The first part of
the questionnaire measured values held toward 28 teacher selection criteria. Table 2
presents the mean value and standard deviation for each criterion for the total sample o f
responses received. Data are presented in the order in which each individual criterion was
valued by superintendents and secondary principals from perceived greatest importance to
perceived least importance. Spaces occur in the tables where cutoffs for different levels o f
im portance were assigned.
In order to discuss the findings in a general way, this writer decided to assign the
label "very important" to means which exceeded 3.25, "important" to means ranging from
2.50 to 3.25, "som ew hat important" to m eans ranging from 1.75 to 2.49, and "not very
important" to means less than 1.75.
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Table 2
Total Sample Item M eans and Standard Deviations o f Ratings of-Lhs Importance o f
Ba~h Secondary Teacher Selection Criterion
Criteria (Value)

Mean

SD

1
2
3
4
5
6
7
8
9
10
11
12

Ability to relate to students
Ability to get along with others
Ability to control students
Honesty
Ability to show em pathy and understanding
Ability to stimulate interest and participation
Ability to work with faculty or staff
Communication skills
Knowledge o f content/subject
Area(s) of certification
High expectations o f student performance
Personal qualities

3.883
3.788
3.727
3.693
3.647
3.621
3.612
3.530
3.473
3.460
3.453
3.297

0.327
0.427
0.482
0.497
0.523
0.540
0.535
0.532
0.573
0.613
0.581
0.550

13

Promptness and thoroughness o f
reports/assignments
Knowledge and skills in current instructional
technology
Health
Appearance
Ability to use teaching skills listed in #12
Quality o f experience
Level o f certification
General knowledge
Knowledge o f teaching skills
Educational background
Outgoing personality
Voice quality
Ability to coach or direct in extracurricular
activities

3.224

0.630

3.163
3.149
3.147
3.142
3.095
3.067
3.067
3.039
3.020
2.840
2.751

0.618
0.589
0.575
0.825
0.735
0.781
0.571
0.788
0.719
0.709
0 .680

2.731

0.762

Tank

14
15
16
17
18
19
20
21
22
23
24
25

26
27

Length o f experience
Identification with school district

2.093
1.791

0.748
0.911

28

National Teacher Exam score

1.379

0.613

These findings permitted the writer to answer the first research question, "W hat
secondary teacher selection criteria do administrators value?" Administrators indicated that
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12 criteria were very important, 13 criteria were important, 2 criteria were somewhat
important, and 1 was not very important.
Each o f the first 12 criteria achieved a mean administrator rating o f very important
(above 3.25). Administrators placed the greatest value on the ability to relate to students
followed by ability to get along with others, ability to control students, honesty, and ability
to show em pathy and understanding. The other seven criteria classified as very im portant
included ability to stimulate interest and participation, ability to work with faculty or staff,
comm unication skills, knowledge o f content/subject, area(s) o f certification, high
expectations o f student performance, and personal qualities. Thirteen criteria had mean
ratings o f important. The only criterion receiving a not very important mean was the
National Teacher Examination score preceded by identification with school district and
length o f experience in the somewhat im portant category.
Item #29 of the questionnaire asked administrators to list the three criteria that they
believed to be m ost important in the selection o f teachers. Table 3 presents a rank order
listing o f the criteria believed to be most important in the selection o f teachers; it includes
the count for each criterion, along with a percentage o f questionnaires each item was listed
on.
Ability to relate to students was listed by 44.6% o f the administrators as one o f the
three criteria that are m ost crucial in selecting secondary teachers. Ability to get along with
others was listed by 32.8% o f the administrators; knowledge of content/subjects was listed
by 26.1% o f the administrators; and ability to control students, ability to show em pathy and
understanding, and ability to stimulate interest and participation were listed by over 20% of
the administrators as a top three criteria. Seventeen criteria were all listed by less than 10%
of the administrators as one of the three criteria to be most crucial in selecting secondary
teachers. W hile there is a similarity between the item ranks in Table 2 and the inclusion on
the three most important items in Table 3, the placements were not identical.
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Table 3

Total Sample IternFrequenxi^ andi^rG em ggJiiX iiim iL lj^lL to^^iJjll
Mostlmportant

Rank
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28

Criteria
Ability to relate to students
Ability to get along with others
Knowledge o f content/subject
Ability to control students
Ability to show empathy and understanding
Ability to stimulate, interest and participation
Communication skills
Knowledge o f teaching skills
High expectations of student performance
Ability to use teaching skills listed in #8
Ability to work with faculty or staff
Area(s) of certification
Quality o f experience
Honesty
Personal qualities
Educational background
Knowledge o f skills in current instructional
technology
Ability to coach or direct in extracurricular
activities
Level o f certification
General knowledge
Outgoing personality
Health
Appearance
Voice quality
Prom ptness and thoroughness o f
reports/assignments
Length o f experience
Identification with school district
National Teacher Exam score

Count

Percent
o f cases

234
172
137
124
118
111
92
77
71
69
66
49
40
39
38
35

44.6
32.8
26.1
23.6
22.5
21.1
17.5
14.2
13.5
13.1
12.6
9.3
7 .6
7.4
7.2
6.7

32

6.1

24
15
9
6
6
3
2

4.6
2.9
1.7
1.1
1.1
.6
.4

2
2
0
0

.4
.4
0
0

Item #30 asked the question, "Is there another criterion (or other criteria) you
believe should have been included in the list?" This question elicited additional criteria that
respondents indicated should have been included on the list. This question also permitted
an assessment regarding w hether or not and how the respondents felt limited by the
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structured criteria statements within the instrument. Table 4 presents a rank order listing of
additional criteria suggested by the sample with frequencies o f two or more.
Table 4
A dditional-Criteria Suggested bv Respondents
Criteria

Frequency

Capacity for new learning and willingness to accept change
Enthusiasm
M orals, honesty, and integrity
Organizational ability
School loyalty
Involvement in other community activities
W illingness to live in community
Classroom m anagem ent
Experience outside o f teaching
Flexibility
Professionalism
Com m on sense
Affirmative action qualifier

11
7
5
4
2
2
2
2
2
2
2
2
2

W hile some o f the suggestions parallel criteria contained in the instrument,
additional criteria were suggested. Thirteen o f the suggested criteria were made by more
than a single respondent. Topping the list was the capacity for new learning and
willingness to accept change, which was listed by 11 respondents. Capacity for new
learning and willingness to accept change was followed by enthusiasm; morals, honesty,
and integrity; and organizational ability. Tw enty additional criteria were suggested by a
single respondent. These criteria were not included in the table.
Analysis o f Data Pertaining to Research Question 2
W hat secondary teach er. election criteria do administrators employ? Included in
this section o f the questionnaire was a determination o f whether the criteria were actually
utilized by the school district. Table 5 presents the criteria and the order in which they were
utilized by the administrators. Data are presented in the order in which each individual
criterion was em ployed by superintendents and secondary principals from highest reported
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utilization to lowest reported utilization. Spaces occur in the tables where cutoffs for
different levels of utilization were assigned.
Table 5

XstaLSamgl&iism Means m?^iMi^Jd^gYia^n^QLR^ng£.Qffh^UGjj^Qn_gf
E^Sggm darv. Teacher Selection Criterion
Rank

Criteria (Value)

Mean

SD

2.905
2.897
2.863
2.856
2.828
2.802
2.800
2.799
2.758
2.749
2.703
2.677
2.669
2.644
2.613

0.329
0.340
0.376
0.372
0.420
0.431
0.454
0.472
0.525
0.514
0.520
0.536
0.535
0.553
0.564

2.561
2.548
2.491

0.601
0.607
0.643

2.467
2.460
2.428

0.593
0.618
0.688

23

Ability to relate to students
Ability to control students
Ability to get along with others
Area(s) o f certification
Knowledge o f content/subject
Communication skills
Ability to work with faculty or staff
Ability to stimulate interest and participation
Honesty
Ability to show em pathy and understanding
Level of certification
Personal qualities
High expectations of student performance
Appearance
Educational background
Prom ptness and thoroughness o f
reports/assignments
General knowledge
Health
Knowledge and skills in current instructional
technology
Quality o f experience
Ability to use teaching skills listed in #23
Ability to coach or direct in extracurricular
activities
Knowledge o f teaching skills

2.401
2.394

0.570
0.788

24
25
26

Outgoing personality
Voice quality
Length o f experience

2.326
2.326
2.002

0 .6 6 6
0.695
0.660

27
28

Identification with school district
National Teacher Exam score

1.608
1.137

0.702
0.405

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
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In order to discuss the findings in a general way this w riter decided to assign the
label "commonly used" criteria to means which exceeded 2.33, "sometimes used" criteria to
m eans ranging from 1.66 to 2.33, and "seldom used" criteria to m eans less than 1.66.
These findings permitted the writer to answ er the second research question, "W hat
secondary teacher selection criteria do administrators employ?" Administrators indicated
that 23 criteria were com m only used, 3 criteria were sometimes used, and 2 criteria were
seldom used.
N one o f the criteria were employed universally. All o f the criteria were employed,
though a few were employed infrequently. Each of the first 23 criteria achieved a mean
administrator rating o f 2.33 and above, indicating that these are com m only used criteria in
the selection process. Ability to relate to students was the m ost frequently used criterion
followed by ability to control students, ability to get along with others, area(s) of
certification, and know ledge o f content/subject. Outgoing personality, voice quality, and
length o f experience comprised the sometimes used criteria category. The criteria reported
to be seldom used in the selection of teachers were the National Teacher Examination score
and identification with the school district
The least variance in responses occurred where the greatest value was assigned by
respondents. This suggests that not only were these items very im portant but there was
less disagreem ent am ong respondents regarding relative importance than there was for
other items.
Analysis o f Data Pertaining to Research Question 3
W hat secondary teacher selection procedures do administrators value? The second
part o f the questionnaire measured values held toward 15 teacher selection procedures.
Table 6 presents the mean value and standard deviation for each procedure for the total
sample o f responses received. Data are presented in the order in which each individual
procedure was valued by superintendents and secondary principals from perceived greatest
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importance to perceived least importance. Spaces occur in the tables where cutoffs for
different levels of importance were assigned.
Table 6
Total-Sample Item Means and Standard Deviations o f Ratings of the Importance of
Each Secondary- Teacher Selection Procedure
Rank

Procedures (Value)

Mean

SD

1
2
3
4
5

Phone call to previous em ployer
Principals involved in interview
Personal references
Letter o f application
Official academic transcript or credentials

3.731
3.674
3.604
3.464
3.257

0.499
0.617
0.596
0.646
0.749

6
7

Structured interview
Unstructured interview

3.129
2.842

0.846
0.896

8
9
10
11

Teachers involved in interview
Written exercise in written expression
Direct observation o f a teaching lesson
Videotaped teaching lesson

2.325
2.208
2.096
1.852

1.038
0.932
0.908
0.801

12
13
14
15

Teacher Perceiver Interview
Audiotaped teaching lesson
Lay citizens invol zed in interview
National Teacher Examination

1.687
1.656
1.456
1.333

0.856
0.739
0.680
0.553

In order to discuss the findings in a general way, this writer decided to assign the
label "very important" to means which exceeded 3.25, "important" to means ranging from
2.50 to 3.25, "som ewhat important" to m eans ranging from 1.75 to 2.49, and "not very
im portant" to means less than 1.75.
These findings permitted the writer to answ er the third research question, "What
secondary teacher selection procedures do administrators value?" Administrators indicated
that five procedures were very important, two procedures were im portant, four procedures
were somewhat important, and four procedures were not very important.
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Each o f the first five procedures achieved a mean administrator rating o f very
important (above 3.25). Administrators placed the greatest value on the phone call to a
previous employer. Principals involved in interview, personal references, letter of
application, and official transcript or credentials completed the top five valued procedures.
Both the structured interview and unstructured interview were regarded as important. The
four procedures which achieved means within the somewhat important range were teachers
involved in the interview, written exercise in written expression, direct observation o f a
teaching lesson, and videotaped teaching lesson. The procedure receiving the least value
was the National Teacher Examination preceded by lay citizens involved in interview,
audiotaped teaching lesson, Teacher Perceiver Interview, and videotaped teaching lesson
comprising the bottom five least valued procedures.
The procedure, teachers involved in interview, was the item which exhibited the
greatest variance. This would suggest that respondents were most unalike in how they
regarded the value o f this procedure.
Item #46 o f the questionnaire asked administrators to list the three procedures that
they believed to be m ost important in the selection o f teachers. Table 7 presents a rank
order listing o f the procedures believed to be m ost important in the selection o f teachers.
Phone call to previous em ployer was listed by 65.8% of the administrators as one
o f the three procedures to be most crucial in selecting secondary teachers. Principals
involved in interview was listed by half o f the administrators; structured interview was
listed by 44.0% o f the administrators; personal references was listed by 40.3% o f the
administrators; and official transcript or credentials and personal references were listed by
over 25% o f the adm inistrators as the top three procedures. Seven procedures were listed
by less than 10% o f the administrators as one o f the three procedures to be most crucial in
selecting secondary teachers. The bottom seven procedures in ascending order were
audiotaped teaching lesson. National Teacher Examination, lay citizens involved in
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interview, videotaped teaching lesson, written exercise in written expression, Teacher
Perceiver Interview, and direct observation o f a teaching lesson. W hile there is a similarity
between the item ranks in Table 6 and the inclusion on the three m ost important items in
Table 7, the placements were not identical.
Table 7
T qM Sample Item Frecuencies and Percentage o f Procedure Items Regarded as
M ost Important

Rank
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15

Procedures
Phone call to previous em ployer
Principals involved in interview
Structured interview
Personal references
Official academic transcript or credentials
Unstructured interview
Letter of application
Teachers involved in interview
Direct observation o f a teaching lesson
Teacher Perceiver Interview
Written exercise in written expression
Videotaped teaching lesson
Lay citizens involved in interview
National Teacher Examination
Audiotaped teaching lesson

Count

Percent
of cases

348
268
233
213
143
127
98
54
26
24
18
10
3
1
0

65.8
50.7
4 4 .0
40.3
27 .0
24.0
18.5
10.2
4.9
4.5
3.4
1.9
.6
.2
0

Item #47 asked the question, "Are there other procedures you believe should be
followed in a selection decision?" This question elicited additional procedures that
respondents indicated should have been included on the list. This question also perm itted
an assessment regarding w hether or not and how the respondents felt limited by the
structured procedure items within the instrum ent The following is a list o f additional
procedures suggested by the sample and the frequencies. Table 8 presents a rank order
listing of additional procedures suggested by the sample and the frequencies.
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Table 8
AddLtion^ P m c e d u re s Suggested.by Respondents
Procedures

Check for felony records
Board m embers involvement in intentiew
Students involvem ent in interview
G ut feeling

Frequency

3

2
2

2

Four o f the suggested procedures were made by more than a single respondent.
Topping the list was a check for felony records followed by board m embers involvement in
interview, students involvement in interview, and gut feeling. 1 nirteen additional
procedures were suggested by a single respondent. M any o f these suggestions paralleled
procedures contained in the instrument and are not included in the table.
Analysis o f Data Pertaining to Research Question 4
W hat secondary teacher selection procedures do administrators employ? Included
in the procedure section o f the questionnaire was a determination o f whether the procedure
was reportedly utilized in the school district. Table 9 presents the procedures in the order
in which they were reported as being utilized by the administrators. Spaces occur in the
tables where cutoffs for different levels of utilization were assigned.
In order to discuss the findings in a general way, this w riter decided to assign the
label "com monly used" procedure to means which exceeded 2.33, "som etim es used"
procedure to means ranging from 1.66 to 2.33, and "seldom used" procedure to means less
than 1.66.
These findings permitted the writer to answ er the fourth research question, "What
secondary teacher selection procedures do administrators employ?" Administrators
indicated that seven procedures were com m only used, one procedure was sometimes used,
and seven procedures were seldom used.
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Table 9
XotaLSample item Means and Standard Deviations of Ratingj^Lthe-U rilizanonjaf
Eas^iJSssafldaixJsachgr Selection Procedure
Rank

Procedures (Utilization)

Mean

SD

1A
2
3
4
5
6
7

Personal references
Letter o f application
Phone call to previous em ployer
Principals involved in interview
Official academic transcript or credentials
Structured interview
Unstructured interview

2.927
2.919
2.919
2.849
2.832
2.611
2.473

0,337
0.329
0.306
0.439
0.435
0.662
0.692

8

Teachers involved in interview

1.840

0.798

Written exercise in written expression
Direct observation o f a teaching lesson
Teacher Perceiver Interview
Lay citizens involved in interview
Videotaped teaching lesson
Audiotaped teaching lesson
National Teacher Examination

1.604
1.406
1.347
1.214
1.190
1.130
1.104

0.734
0 .6 6 8
0.637
0.479
0.460
0.389
0.362

9
10
11
12
13
14
15

Each o f the first seven procedures achieved a mean administrator rating o f 2.33 and
above, indicating that these are com m only used procedures in the selection process.
Personal references was the m ost frequently used procedure followed by letter of
application, phone call to previous employer, principals involved in interview, official
academic transcript or credentials, structured interview, and unstructured interview.
Teachers involved in interview com prised the sometimes used procedure category. The
bottom seven seldom used procedures in ascending order were National Teacher
Examination, audiotaped teaching lesson, videotaped teaching lesson, lay citizens involved
in interview, Teacher Perceiver Interview, direct observation o f a teaching lesson, and
written exercise in written expression.
The variance in responses was least on the highest ranked procedures. This finding
indicates that for these items the greatest agreem ent among administrators occurred (though
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the low variance can also be explained by the fact that little room for variance occurs at the
top of the scale). Again, the greatest variance occurs with the item, teachers involved in
interview, so the finding regarding utilization is consistent with the high variance associated
with this item on the importance scale.
A n d v s i s ^ I ^ P e f l a i n i n gJQ-Rcsearch

Question.^

W hat are administrators' perceptions regarding the seriousness o f certain problems
(obstacles) associated with secondary teacher selection? The third part o f the questionnaire
assessed perceptions regarding 22 teacher selection problems. Table 10 presents the mean
value and standard deviation of each problem for the total sample o f responses received.
Spaces occur in the tables where cutoffs for different levels o f im portance were assigned.
In order to discuss the findings in a general way, this writer decided to assign the
label "major problem" to means which exceeded 3.25, "problem" to means ranging from
2.50 to 3.25, "som etim es a problem" to m eans ranging from 1.75 to 2.49, and "not a
problem" to m eans less than 1.75.
These findings perm itted the writer to answer the fifth research question, "What are
administrators' perceptions regarding the seriousness o f certain problem s (obstacles)
associated with secondary teacher selection?" Administrators indicated that none o f the
listed problems were m ajor problems or a problem, but eight of the problems were
sometimes a problem. The remaining 14 listed problem s were perceived by the
administrators not to be a problem.
The problem receiving the highest mean rating was inadequate salary or benefits
followed by too few good applicants, too much competition for top talent, inappropriate
preparation o f many o f the candidates, requirements to teach in two or more curriculum
areas, jobs themselves are unattractive, absence of specialized equipment/space making job
unattractive, and too many applicants. The remaining items were perceived as being not a
problem (mean below 1.75). The item receiving the low est mean rating from the
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administrators was the inability or difficulty to arrange on site interviews preceded by
reputation o f schooi/co mm unity, proximity o f community to medical services, proxim ity of
com m unity to business services, and proxim ity o f community to college/university.
Table 10
Total Sample Item Means and Standard Deviations o f Ratings o f the Seriousness of

EaskjSegfindatyTgagher.Seigotion Problem
Rank
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22

Problem

Mean

SD

Inadequate salary or benefits
Too few good applicants (insufficient pool for
selection)
Too much competition for top talent
Inappropriate preparation o f many o f the candidates
Requirements to teach in two or more curriculum
areas
Jobs themselves are unattractive (too many preps.)
Absence of specialized equipment/space making
job unattractive
Too many applicants (inundated with paper)

2.308

0.962

2.084
2.064
2.013

0.869
0.887
0.705

1.953
1.950

0.784
0.790

1.931
1.923

0.819
0.817

1.741
1.663

0.786
0.764

1.662

0.625

1.636
1.618
1.604
1.599
1.592
1.552
1.499
1.484
1.342

0.651
0.725
0.717
0.652
0.729
0.631
0.744
0.705
0.648

1.245
1.201

0.566
0.433

Proximity o f community to cultural
events/activities
Proximity o f community to major athletic events
Lack o f resources or capacity to assess whether
criteria are met
Necessity to make choices during the summer
months
Absence o f written job descriptions
No established guidelines in system to follow
Lack o f training to make good selection decisions
Vacancies occur at unexpected or inopportune times
Lack of time to make good decisions
Proximity o f community to college/university
Proximity of community to business services
Proximity o f community to medical services
Reputation of school/com m unity (e.g., high
teacher turnover)
Inability or difficulty to arrange on site interviews

The greatest variance among respondents was associated with the top ranked
problem indicating the greatest disagreem ent among respondents. Conversely, the lowest
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variance was associated with the lowest ranked problem, indicating the least disagreement
among respondents.
Item #70 o f the questionnaire asked administrators to list the three problems that
they believed to be m ost critical in the selection o f secondary teachers. Table 11 presents a
rank order listing of the problems believed to be m ost critical in the selection o f teachers.
Table 11
Total .Sample Item Frequencies and Percentage o f Problem Items Regarded as
Most Critical

Rank
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22

Problem s
Inadequate salary or benefits
Too few good applicants (insufficient pool for
selection)
Requirem ents to teach in two or more curriculum
areas
Jobs themselves are unattractive (too many preps.)
Inappropriate preparation of many o f the candidates
Too much competition for top talent
T oo many applicants (inundated with paper)
Absence o f specialized equipment/space
Vacancies occur at unexpected or inopportune times
Necessity to make choices during the summer months
Proximity o f community to cultural events/activities
Lack of training to make good selection decisions
N o established guidelines in system to follow
Lack o f time to make good deisions
Absence o f written job descriptions
Proximity o f community to college/university
Reputation o f school/community
Lack o f resources or capacity to assess w hether
criteria are met
Proximity of community to medical services
Proximity o f community to business services
Proximity o f community to major athletic events
Inability o r difficulty to arrange on site interviews

Count

Percent
o f cases

242

49.3

153

31.2

138
126
117
101
76
74
69
44
39
36
33
30
29
26
21

28.1
25.7
23.8
20.6
15.5
15.1
14.1
9 .0
7.9
7.3
6.7
6.1
5.9
5.3
4.3

21
17
17
6
4

4.3
3.5
3.5
1.2
.8

Inadequate salary or benefits was listed by 49.3% o f the adm inistrators as one of
the three items believed most critical in the problem area. Too few good applicants was
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listed by 31.2% o f the administrators; requirements to teach in two or m ore curriculum
areas was listed by 28,1% o f the administrators; jobs themselves are unattractive was listed
by 25.7% o f the adm iostrators; and inappropriate preparation o f m any o f the candidates
and too much comp« -tition for top talent were listed by over 20% o f the administrators as
top three problems. Thirteen items were listed as one o f the three items believed most
critical in the problem area by less than 10% o f the administrators, with inability or
difficulty to arrange on site interviews, proximity o f community to m ajor athletic events,
proxim ity o f community to business services, proximity o f community to medical services,
lack o f resources or capacity to assess whether criteria are met, and reputation o f
school/community listed on less than 5% o f the responses received. W hile there is a
similarity between the item ranks in Table 10 and the inclusion on the three most important
items in Table 11, the placements were not identical.
Item #71 asked the administrators to "state other problems you believe exist
regarding secondary teacher selection." This question elicited additional problems that
respondents suggested should have been included on the list. This question also perm itted
an assessment regarding w hether or not and how the respondents felt lim ited by the
structured problem items within the instrument. Table 12 includes a list o f additional
problems suggested by the sample and the frequencies.
W hile some o f the suggestions parallel problems contained in the instrument,
additional problems were suggested. In eight instances an additional problem was
suggested by more than one respondent. Topping the list was inadequate teacher
preparation institutions, followed by lack o f teachers who can teach or coach in a
combination of areas, inadequate references and credentials (meaningless), and inadequate
housing available in community. Eight additional problems were suggested by a single
respondent. These items are not included in the table.
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Table 12
AdditionaLProblem s S u ggested bv Respondents
Problem s

Frequency

Inadequate teacher preparation institutions
Lack o f teachers that can teach or coach in a combination of areas
Inadequate references and credentials (meaningless)
Inadequate housing available in community
Education is not a respected occupation
Availability o f employment for the spouse
Inadequate pool of candidates in certain areas
State certification requirements

7
6
5
4
2
2
2
2

Preparation for the AnalvsiS-Qf-RfismmssS-bY^izg,
Location, and Role
A fter reviewing the list and the literature, each selection criterion was assigned to
one o f four clusters based on similar studies and the judgm ents o f this writer and his
advisor. A factor analysis was conducted on the group o f items in a cluster and an alpha
rating was determined. Items receiving a negative factor loading were excluded from the
clusters. (The scales derived from the factor analysis computed on all selection procedures
value and utilization ratings are contained in Appendix C and Appendix D.) Clusters with
items and the items that were excluded after the factor analysis follow:
Interpersonal Skills (Value Alpha = .649; U se Alpha = .446)
(1) Ability to get along with others
(2) Ability to relate to students
(3) Outgoing personality
(4) Ability to work with faculty or staff
(5) Ability to show empathy and understanding
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AgadsmlS-Dualificarions (Value A lpha = .674; Use Alpha = .656)
(6) Educational background
(7) Level o f certification
(8) Area(s) o f certification
(9) National Teacher Exam Score (Excluded)
(10) Knowledge o f content/subject
(11) General knowledge
(12) Knowledge of teaching skills
Personal Attributes (Value Alpha = .762; Use Alpha = .786)
(13) Communication skills
(14) Appearance
(15) Personal qualities
(16) Health
(17) Voice quality
(18) Honesty
(19) Identification with school district (Excluded)
Teaching Competencies (Value Alpha = .640; Use Alpha = .717)
(20) Ability to use teaching skills listed in #12
(21) High expectations of student performance
(22) Promptness and thoroughness o f reports/assignm ents
(23) Knowledge and skills in instructional technology
(24) Length o f experience
(25) Quality o f experience
(26) Ability to coach or direct in extracurricular activities
(27) Ability to control students
(28) Ability to stimulate interest and participation
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A fter reviewing the list and the literature, each selection procedure was assigned to
one o f four clusters based on similar studies and the judgm ents o f this writer and his
advisor. A factor analysis was conducted on the group o f items ir a cluster and an alpha
rating was determined. Items receiving a negative factor loading were excluded from the
clusters. (The scales derived from the factor ana!

..

A or A’ selection procedures

value and utilization ratings are contained in r .ypent x E and Appe

. k F.) Clusters with

items and the items that were excluded after the factor analysis follow:
Exam inations (Value Alpha = .497; Use A lpha = .358)
(31) National Teacher Examination
(32) Teacher Perceiver Interview
(33) W ritten exercise in written expression
Interviews (Value A lpha = .546; Use Alpha = .452)
(34) Structured interview
(35) U nstructured interview (Excluded)
(36) Principals involved in the interview
(37) Teachers involved in the interview
(38) Lay citizens involved in the interview
Observations (Value A lpha = .825; Use A lpha = .765)
(39) D irect observation of a teaching lesson
(40) Videotaped teaching lesson
(41) Audiotaped teaching lesson
Background (Value A lpha = .677; Use Alpha = .608)
(42) Official academic transcript or credentials
(43) Letter o f application
(44) Personal references
(45) Phone call to previous employer
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A fter reviewing the list and the literature, each selection problem was assigned to
one of five clusters based on the judgm ents of this writer and his advisor. A factor analysis
was conducted on the group o f items in a cluster and an alpha rating was determined.
Items receiving a negative factor loading were excluded from the clusters. (The scales
derived from the factor analysis computed on all selection problems level o f seriousness are
contained in Appendix G.) Clusters with items and the items that were excluded after the
factor analysis follow:
Institutional Problems (Alpha = .698)
(48) Lack of training to make good selection decisions
(49) Lack o f resources or capacity to assess whether criteria are met
(50) Absence o f written job criteria o r jo b descriptions
(51) No established guidelines in system to follow
(52) Inadequate salary or benefits
Job Related Problems (Alpha = .723)
(53) Absence o f specialized equipm ent o r space which would make job attractive
(54) Jobs themselves are unattractive (too many preparations, too many
extracurricular assignments attached)
(55) Requirement to teach in two o r more curriculum areas
Environmental Problems (Alpha = .661)
(56) Too many applicants (inundated by paper) (Excluded)
(57) Too few good applicants (insufficient pool for selection)
(58) Inappropriate preparation o f m any o f the candidates
(59) Too much competition for top talent (out o f state or in state)
(60) Reputation o f school/com m unity (e.g., high teacher turnover, student
discipline problems) (Excluded)
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Service Problem s (Alpha = .886)
(61) Proximity o f community to coUege/university
(62) Proximity o f community to medical services
(63) Proximity o f community to business sendees
(64) Proximity o f community to cultural events/activities
(65) Proximity o f community to major athletic events
Laastical-EcaM em s (Alpha = .627)
(66) Vacancies occur at unexpected or inopportune times (e.g., late resignations,
m id-year requests for release)
(67) Inability or difficulty to arrange on site interviews
(68) Necessity to make choices during the sum m er months when few current
staff members are available
(69) Lack o f time to make good selection decisions
Analysis bv School Size
Analysis o f Data Pertaining to Research Question 6
Do the perceptions of respondents, regarding the importance o f secondary teacher
selection criteria, differ based on the size o f the secondary school?
Analyses o f variance across the mean cluster ratings o f the criteria value for the
three groups o f different-sized schools were perform ed, followed by a Tukey multiple
comparisons procedure to assess for paired differences. The data in Table 13 com pare the
mean cluster ratings on the criteria value by administrators o f various-sized high schools
(1-99, 100-199, and 200 or more students, grades 9-12). M eans, the F ratios, and the F
probabilities are shown, along with asterisks that show significantly different pairs at the
.05 level. The m ethod o f calculating the cluster scores does not permit direct com parisons
between cluster scores. (The cluster scores were obtained by sum m ing the items and were
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not averaged; since the num ber o f items varied from cluster to cluster, the summed scores
should not be compared.) This caution should be observed throughout the study.
Table 13
ComPfifiSQU o f the.Mean_Batings of Value for Clusters of Secondary T each erjk icaiQ n
Q M aiaL S c.hflQ L Size (CRITERIA VALUE BY SCHOOL SIZE)
School enrollment size
Criteria

Small
mean

Medium
mean

Large
mean

Interpersonal
skills

17.43

17.72

18.14

8.21

<.001

Academic
qualifications

18.84

19.23

19.33

1.81

.165

Personal
attributes

19.32

19.32

20.09

6.48

.002

*

Teaching
competencies

27.58

28.07

29.09

11.25

<.001

*

F

ratio

F

prob

S-M

S-L

M-L

*

*

*

N ote. Asterisks indicate groups were significantly different from one another at the .05
level. High scores represent high levels o f importance.
The analyses o f variance suggested that the size of the high school was related to
sem e differences in the level o f importance placed on the various clusters o f criteria. There
were no significant differences between ratings o f administrators from medium-sized
schools to the ratings o f adm inistrators from small schools for any o f the clusters.
However, large school administrators had significantly higher mean ratings o f importance
than both small and medium-sized school adm inistrators on interpersonal skills, personal
attributes, and teaching competencies. There were no significant differences between any
o f the administrative groups o f the various-sized schools for the cluster o f academic
qualifications.
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Analysis, o f Dam Pertainmg^Eeseacd3LQygsiiQaJZ
D o the ratings o f respondents, regarding the utilization o f secondary’ teacher
selection criteria, differ based on the size of the secondary school?
Analyses o f variance across the mean cluster ratings of the criteria utilization for the
three groups o f different-sized schools were perform ed, followed by a Tukey multiple
comparisons procedure to assess for paired differences. The data in Table 14 compare the
mean d u ste r ratings on the criteria utilization by administrators of vanous-sized high
schools (1-99, 100-199, and 200 or m ore students, grades 9-12). M eans, the F ratios, and
the F probabilities are shown, along with asterisks that show significantly different pairs at
the .05 level.
Table 14
Comparison o f the M ean Ratings of Utilization for Clusters..of. Secondary.Teacher
Selection C riteria bv School Size (CRITERIA U S AGE B_Y._SCilQ.QLSiZEi

School enrollment size

Criteria

Small
mean

Medium
mean

Large
mean

Interpersonal
skills

11.63

11.87

12.02

3.66

.027

Academic
qualifications

15.45

15.98

16.40

10.25

<.001

Personal
attributes

15.29

15.50

16.20

6.83

.001

Teaching
competencies

22.01

22.75

23.24

7.59

<.001

F

ratio

F

prob

S-M

S-L

M-L

*

*
*
*

♦

*

Note. Asterisks indicate groups were significantly different from one another at the .05
level. High scores represent high levels o f reported utilization.
The results o f the analyses reported in Table 14 show that significant differences
were found in 7 o f the 12 com parisons between adm inistrators of various-sized high
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schools. T he data indicated a significantly higher reported utilization o f academ ic
qualifications and teaching com petencies for adm inistrators o f medium- sized schools than
fo r adm inistrators o f sm all schools. The T uk ey procedure suggested that there w ere
significant differences in mean utilization for all four criteria clusters betw een
adm inistrators o f large schools and adm inistrators o f small schools, w ith large school
adm inistrators indicating greater utilization in all four clusters. The only significant
pairw ise difference betw een the m edium -sized and large school adm inistrators occurred on
personal attributes, w here the large school adm inistrators' mean utilization was
significantly higher.
A nalysis o f D ata Pertaining to Research Q uestion 8
D o the perceptions o f respondents, regarding the im portance o f secondary teacher
selection procedures, differ based on the size o f the secondary school?
A nalyses o f variance across the m ean cluster ratings o f the procedures value fo r die
three groups o f different-sized schools w ere perform ed, follow ed by a T u k ey m ultiple
com parisons procedure to assess for paired differences. T he data in T able 15 com pare the
m ean cluster ratings on the procedures value by adm inistrators o f various-sized high
schools (1-99, 100-199, and 200 or m ore students, grades 9-12). M eans, the F ratios, and
the F probabilities are show n, along w ith asterisks that show significantly different pairs at
the .05 level.
T he avalyses o f variance suggested that the size o f the high school w as related to
som e differences in the level o f im portance placed on the various clusters o f procedures.
T he only significant difference betw een ratings o f adm inistrators from m edium -sized
schools and the ratings o f adm inistrators from sm all schools was the procedure cluster o f
interview s, w here m edium -sized school adm inistrators w ere significantly higher. Large
school adm inistrators had significantly higher m ean ratings o f im portance than both sm all
and m edium -sized school adm inistrators on exam inations and interview s and a significantly
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higher m ean rating than sm all school adm inistrators regarding observations. There w as no
significant difference across any o f the adm inistrative groups o f the various-sized schools
for the cluster o f background, indicating that it w as o f equal im portance for all three
g ro u p s.
Table 15
C om parison o f the M ean R atines o f Value for C lusters o f Secondary T eacher
Selection P rocedures bv School Size (PRO C ED U R ES V A LU E B Y
SC H O O L SIZE)

School enrollment size
Small
mean

Medium
mean

Large
mean

Examinations

5.05

5.05

5.57

5.31

.005

Interviews

9.61

10.52

11.59

42.77

<.001

Observations

5.24

5.65

5.95

4.68

.010

Background

13.96

14.18

14.02

.74

.478

Procedures

F

ratio

F

prob

S-M

*

S-L

M-L

*

♦

*

♦

*

N ote. A sterisks indicate groups w ere significantly different from one another at the .05
level. H igh scores represent high levels o f im portance.
A nalysis o f D ata Pertaining to Research Q yssncmj)
D o the ratings o f respondents, regarding the utilization o f secondary teacher
selection procedures, differ based on the size o f the secondary school?
A nalyses o f variance across the m ean cluster ratings o f the procedures utilization for
the three groups o f different-sized schools w ere perform ed, follow ed by a T ukey m ultiple
com parisons procedure to assess for paired differences. The data in Table 16 com pare the
m ean cluster ratings on the procedures utilization by adm inistrators o f various-sized high
schools (1-99, 100-199, and 200 o r m ore students, grades 9-12). M eans, the F ratios, and
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the F probabilities are show n, along w ith asterisks that show significantly different pairs at
the .05 level.
Table 16
C & m jm iisim iiQ h& i^.aD -R,aung££LU iiliz^
M £ g M m L B ^ e d u i£ d ^ ± Q d ^ z ^ (PR Q C ED U R ES U SA G E BY

School enrollment size
Small
mean

Medium
mean

I-arge
mean

Examinations

3.96

3.81

4.40

11.78

<.001

Interviews

7.86

8.46

9.19

37.46

<.001

Observations

3.69

3.70

3.78

.26

.774

Background

11.62

11.62

11.59

.049

.952

Procedures

F

ratio

F

prob

S-M

*

S-L

M-L

*

*

*

*

N ote. A sterisks indicate groups w ere significantly different from one another at the .05
level. H igh scores represent high levels o f reported utilization.
T he results o f the analyses reported in Table 16 show that significant differences
w ere found in 5 o f the 12 com parisons betw een adm inistrators o f various-sized high
schools. The only significant difference betw een the reported utilization o f adm inistrators
from m edium -sized schools to the ratings o f adm inistrators from sm all schools w as the
procedure cluster o f interview s, w here m edium -sized school adm inistrators reported
significandy higher utilization. The data indicated a significantly higher reported utilization
o f exam inations and interview s for adm inistrators o f large schools than adm inistrators o f
sm all schools and m edium -sized schools. T here w as no significant difference betw een any
o f the adm inistrative groups o f the various-sized schools fo r the clusters o f observations
and background, indicating that they are equally utilized in all three groups.

114

A nalysis o f D ata Pertaining to Research Q uestion 10
D o the perceptions o f respondents, regarding the seriousness o f secondary teacher
selection problem s, differ based on the size o f the secondary school?
A nalyses o f variance across the m ean cluster ratings o f the problem s seriousness
for the three groups o f different-sized schools w ere perform ed, follow ed by a Tukey
m ultiple com parisons procedure to assess fo r paired differences. T he data in Table 17
com pare the m ean cluster ratings on the problem s seriousness by adm inistrators o f
various-sized high schools (1-99, 100-199, and 200 o r m ore students, grades 9-12).
M eans, the F ratios, and the F probabilities are show n, along with asterisks that show
significantly different pairs at the .05 level.
Table 17
Com parison o f the M ean R atings o f V alue for C lusters o f Secondary T eacher
Selection Problem s bv School Size (PR O B LEM S BY SC H O O L SIZE)

School enrollment size
Small
mean

Medium
mean

Large
mean

Institutional

9.40

8.92

8.02

13.81

<.001

Job related

6.63

5.88

5.00

34.19

<.001

Environmental

6.66

6.18

5.59

14.11

Service

8.90

7.55

6.73

Logistical

6.03

5.85

6.01

Problems

S-L

M-L

*

*

*

*

*

<.001

*

*

*

23.85

<.001

*

*

*

.57

.566

F

ratio

F

prob

S-M

N ote. A sterisks indicate groups w ere significantly different from one another at the .05
level. H igh scores represent high levels o f seriousness.
D ifferences betw een the m eans were significant with the exception o f the pairw ise
difference betw een sm all and m edium -sized schools regarding institutional problem s and all
three com parisons regarding logistical problem s. In all o f the problem s clusters where
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significance w as found, the m ean rating increased as the enrollm ent o f the high school w ent
dow n, indicating that the problem s grew in seriousness as the size o f the school decreased.
It should be noted that, w hen all analyses regarding size are considered together,
adm inistrators in larger schools consistendy had higher reported scores fo r criteria
im portance and utilization and for procedures im portance and utilization. H ow ever, w hen
it cam e to problem s, the adm inistrators in sm aller schools reported higher scores.
A nalysis by School Location
A nalysis o f D ata Pertaining to Research Q uestion 11
D o the perceptions o f respondents, regarding die im portance o f secondary teacher
selection criteria, differ based on the location o f the secondary school in relationship to a
com m unity w ith a population o f 25,000 o r m ore?
A nalyses o f variance across the m ean cluster ratings o f the criteria value fo r the
three groups o f different-located schools w ere perform ed, follow ed by a Tukey m ultiple
com parisons procedure to assess for paired differences. T he data in T able 18 com pare the
m ean cluster ratings on the criteria value by adm inistrators o f the three high school
locations (less than 35 m iles from a com m unity o f 25,000, 36-70 m iles from a com m unity
o f 25,000, and m ore than 70 m iles from a com m unity o f 25,000). M eans, the F ratios,
and the F probabilities are shown.
T he analyses o f variance suggested that there w ere no significant differences across
the m ean ratings o f im portance o f adm inistrators from the three different-located schools
for any o f the criteria clusters.
A nalysis o f D ata Pertaining to Research Q uestion 12
D o the ratings o f respondents, regarding the utilization o f secondary teacher
selection criteria, differ based on the location o f the secondary school in relationship to a
com m unity w ith a population o f 25,(300 o r m ore?

116
Table 18

gamcarisoiiaLtiigiilganJ^^

Clusters of ikmidhixJ-£a£li£r

S e le o d o iL i^ its ^ ^

SQHQQLLQCATIQM)
Group 1

Group 2

Group 3

Criteria

<35
mean

36-70
mean

>70
mean

Interpersonal
skills

17.77

17.92

17.64

1.37

.254

Academic
qualifications

19.05

19.11

19.17

.09

.915

Personal
attributes

19.59

19.73

19.39

1.11

.331

Teaching
competencies

28.19

28.47

28.06

.96

.383

F

ratio

F

prob

1-2

1-3

2-3

N ote. A sterisks indicate groups w ere significantly different from one another at the .05
level. H igh scores represent high levels o f im portance.
A nalyses o f variance across the m ean cluster ratings o f the criteria utilization for the
three groups o f different-located schools w ere perform ed, follow ed by a T ukey m ultiple
com parisons procedure to assess for paired differences. T he data in T able 19 com pare the
m ean cluster ratings on the criteria utilization by adm inistrators o f the three high school
locations (less than 35 m iles from a com m unity o f 25,000, 36-70 m iles from a com m unity
o f 25,000, and m ore than 70 m iles from a com m unity o f 25,000). M eans, the F ratios,
and the F probabilities are shown.
T he analyses o f variance suggested that there w ere no significant differences across
the m ean ratings o f utilization reported by adm inistrator’s from the three different-located
schools for any o f the criteria clusters.
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T able 19
C am p ari son Of thS-M ean R atings o f U tilization for Clusters o f Secondary T eacher

Selection Criteria bv School Location (CRITERIA USAGE BY
-SCHOOL LOCATION)
Group 1

Group 2

Group 3

Criteria

<35
mean

36-70
mean

>70
mean

Interpersonal
skills

11.86

11.95

11.73

1.36

.256

Academic
qualifications

16.07

15.95

15.85

.43

.6^8

Personal
attributes

15.68

15.85

15.40

1.82

.164

Teaching
competencies

22.77

22.85

22.47

.93

.400

F

ratio

F

prob

1-2

1-3

2-3

N ote. A sterisks indicate groups w ere significantly different from one another at the .05
level. H igh scores represent high levels o f reported utilization.
A nalysis o f D ata Pertaining to R esearch Question. 11
D o the perceptions o f respondents, regarding the im portance o f secondary teacher
selection procedures, differ based on the location o f the secondary school in relationship to
a com m unity with a population o f 25,000 or m ore?
A nalyses o f variance across the m ean cluster ratings o f the procedures values for
the three groups o f different-located schools w ere perform ed, follow ed by a T ukey
m ultiple com parisons procedure to assess for paired differences. T he data in T able 20
com pare the m ean cluster ratings on the procedures values by adm inistrators o f the three
high school locations (less than 35 m iles from a com m unity o f 25,000, 36-70 m iles from a
com m unity o f 25,000, and m ore than 70 m iles from a com m unity o f 25,000). M eans, the

F ratios, and the F probabilities are show n.
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T able 20
C om parison-oLthe M ean R atin g so f Value for C lusters o f Secondary-Teacher
SfilfignoiLEgKjeduxBS bv School Location (PR O C ED U R ES V A LU E BY

SCHOOL LOCATION)
Group 1

Group 2

Group 3

<35
mean

36-70
mean

>70
mean

5.17

5.14

5.29

.45

.635

10.50

10.66

10.52

.26

.769

Observations

5.58

5.51

5.64

.18

.835

Background

14.06

14.12

14.00

.21

.812

Procedures

Examinations
Interviews

F

ratio

F

prob

1-2

1-3

2-3

N o te. A sterisks indicate groups w ere significantly different from one another at the .05
level. H igh scores represent high levels o f im portance.
T he analyses or variance suggested that there w ere no significant differences across
the m ean ratings o f im portance o f procedures by adm inistrators from the three
different-located schools for any o f tire procedures clusters.
A nalysis o f D ata Pertaining to Research Q uestio n JA
D o the ratings o f respondents, regarding the utilization o f secondary teacher
selection procedures, differ based on the location o f the secondary school in relationship to
a com m unity with a population o f 25,000 o r m ore?
A nalyses o f variance across the m ean cluster ratings o f the procedures utilization for
the three groups o f different-located schools w ere perform ed, follow ed by a Tukey m ultiple
com parisons procedure to assess for paired differences. T he data in Table 21 com pare the
m ean cluster ratings on the procedures utilization by adm inistrators o f the three high school
locations (less than 35 m iles from a com m unity o f 25,000, 36-70 m iles from a com m unity
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of 25,000, and m ore than 70 m iles from a com m unity o f 25,000). M eans, the F ratios,
and the F probabilities are shown.
Table 21

-CampariSOP of &g_Mean Ratings of Utilization for Clusters of Secondary Teacher
SiSksrimiPmcgdmes bv School Location (PROCEDURES USAGE BY
^ □ iC Q L L Q C M lQ m
Group 1

Group 2

Group 3

<35
mean

36-70
mean

>70
mean

Examinations

4.15

3.99

4.05

.53

.586

Interviews

8.56

8.63

8.38

1.42

.242

Observations

3.73

3.78

3.65

.58

.560

Background

11.63

11.58

11.63

.15

.863

Procedures

F

ratio

F

prob

1-2

1-3

2-3

N o te. A sterisks indicate groups w ere significantly different from one another at the .05
level. H igh scores represent high levels o f reported utilization.
The analyses o f variance suggested that there w ere no significant differences across
the m ean ratings o f utilization o f procedures by adm inistrators from the three
different-located schools for any o f the procedures clusters.
A nalysis o f D ata Pertaining to R esearch Q uestion 15
D o the perceptions o f respondents, regarding the seriousness o f secondary eacher
selection problem s, differ based on the location o f the secondary school in relationship to a
com m unity w ith a population o f 25,000 o r m ore?
A nalyses o f variance across the m ean clu ster ratings o f the problem s seriousness
fo r the three groups o f different-located schools w ere perform ed, follow ed by a Tukey
m ultiple com parisons procedure to assess fo r paired differences. T he data in T able 22
com pare the m ean cluster ratings on the problem s seriousness by adm inistrators o f the three
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high school locations (less than 35 m iles from a com m unity o f 25,000, 36-70 m iles from a
com m unity o f 25,000, and m ore than 70 m iles from a com m unity o f 25,000). M eans, the

F ratios, and the F probabilities are show n, along w ith asterisks that show significantly
different pairs at the .05 level.
Table 22
C om parison o f the M ean R atings o f Value for C lusters o f Secondary Teacher
Selection P ro b lem s bv School Location (PR O B LE M S BY SC H O O L

Problems

Group 1

Group 2

Group 3

<35
mean

36-70
mean

>70
mean

F

ratio

F

prob

Institutional

8.64

8.70

8.93

.65

.521

Job related

5.41

5.94

6.01

4.01

.019

Environmental

5.68

6.23

6.37

4.87

.008

Service

5.81

7.38

8.93

47.07

<.001

Logistical

5.89

6.00

6.05

.37

.688

1-2

1-3

*

*

2-3

*
*

♦

*

N ote. A sterisks indicate groups w ere significandy different from one another at the .05
level. H igh scores represent high levels o f seriousness.
T he results o f the analyses reported in T able 22 show that significant differences
w ere found in 7 o f the 15 com parisons across adm inistrators o f different-located high
schools. T he data indicated a significantly higher perceived seriousness o f jo b related,
environm ental, and service problem s for adm inistrators o f group 2 schools than
adm inistrators o f group 1 schools. The data also indicated a significandy higher perceived
seriousness o f jo b related, environm ental, and service problem s fo r adm inistrators o f group
3 schools than adm inistrators o f group 1 schools. T he T ukey procedure suggested that the
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only significant difference in m ean values for ffe problem s clusters betw een adm inistrators
o f group 2 schools and adm inistrators o f group 3 schools was the clu ster o f service
problem s, w ith group 3 adm inistrators indicating greater seriousness w ith service
problem s. In all o f the problem s clusters w here significance w as found, the m ean rating
increased as the distance o f the high school from a com m unity o f 25,000 increased,
indicating that the problem s grew in seriousness as the distance o f the high school from a
com m unity o f 25,000 increased.
A nalysis bv A dm inistrative Role
M a iy ^ o Q 2 ^ E m a iD iD U flJ ie s g a i3 ± -Q u £ S iio n 16
r o the perceptions o f respondents, regarding the im portance o f secondary teacher
selection criteria, differ based on the adm inistrative role o f the resp o n d en t-seco n d ary
principal o r superintendent?
A nalyses o f variance betw een the m ean cluster ratings o f the criteria value fo r the
tw o different adm inistrative roles w ere perform ed. The w riter w ished to exam ine w hether
differences by role existed. The data in Table 23 com pare the m ean clu ster ratings on the
criteria value seriousness by adm inistrative role (superintendent or secondary principal).
M eans, the F ratios, and the F probabilities are show n, along w ith asterisks that show
significantly different pairs at the .05 level.
T he analyses o f variance suggested that the role o f the adm inistrator w as related to
differences in the level o f im portance placed on all four clusters o f criteria. Superintendents
had significantly higher m ean ratings of im portance than secondary principals on
interpersonal skills, academ ic qualifications, personal attributes, and teaching
com petencies.

17.2

T able 23
C om parison o f the M ean Ratings o f V alue for C lusters o f Secondary Teacher

Role (CRITERIA VALUE BY-ROLE)
Superintendent
mean

Principal
mean

f ratio

F prob

Interpersonal skills

17.98

17.54

9.1 9

.003*

A cadem ic qualifications

19.35

18.84

5.27

.022*

Personal attributes

19.87

19.23

10.27

.001*

T eaching com petencies

28.53

2 7 .9 2

5 .3 6

.0 2 1 *

Criteria

N o te. A sterisks indicate groups w ere significantly different from one another at the .05
level. H igh scores represent high levels o t im portance.

Analysis of Data Pertaining to Research Question 1?
D o the ratings o f respondents, regarding the utilization o f secondary' teacher
selection criteria, differ based on the adm inistrative role o f the re sp o n d en t-seco n d ary
principal o r superintendent?
A nalyses o f variance between the m ean cluster ratings o f the criteria utilization for
the tw o different adm inistrative roles w ere perform ed. The w riter w ished to exam ine
w hether differences by role existed. T he data in T able 24 com pare Lie m ean cluster ratings
on the criteria utilization seriousness by adm inistrative role (superintendent o r secondary
principal). M eans, the F ratios, and the F probabilities are show n, along w ith asterisks that
show significantly different pairs at the .05 level.
T he results o f the analyses reported in T able 24 show that significant difference w as
found in all four com parisons betw een superintendents and secondary principals. Sim ilar
to the perceived value o f criteria, superintendents had significantly higher m ean ratings o f
reported utilization than secondary principals on interpersonal skills, academ ic
qualifications, personal attributes, and teaching com petencies.
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T able 24
C om parison o f the M ean R atings o f U tilization for Clusters o f Secondary T eacher

Selection Criteria by Ad*99f’ V9?K!ff«t*iycKrts (CRITERIA US ACE BY.BQLE1
Superintendent
mean

Principal
mean

F ratio

F prob

Interpersonal skills

12.02

11.64

10.65

.001*

Academ ic qualifications

16.13

15.67

7 .0 4

.008*

Personal attributes

15.97

15.23

12.65

< .0 0 1 *

Teaching com petencies

22.91

22.35

4 .7 3

.030*

Criteria

N ote. A sterisks indicate groups w ere significantly different from one another at the .05
level. High scores represent high levels o f reported utilization.

Analysis of Data Pertaining.tQ.Rese.acch QuestionJS
Do the perceptions o f respondents, regarding the im portance o f secondary teacher
selection procedures, differ based on the adm inistrative role o f the resp o n d en t—secondary'
principal or superintendent?
A nalyses o f variance betw een the mean cluster ratings o f the procedures values for
the tw o different adm inistrative roles w ere perform ed. The w riter w ished to exam ine
w hether differences by role existed. The data in Table 25 com pare the m ean cluster ratings
on the procedures levels o f im portance by adm inistrative role (superintendent or secondary
principal). M eans, the F ratios, and the F probabilities are show n, along w ith asterisks that
show significantly different pairs at the .05 level.
The results o f the analyses reported in Table 25 show that significant difference was
found in tw o o f the fo u r com parisons betw een superintendents and secondary principals.
Significant difference betw een the ratings o f superintendents to the ratings o f principals
w as found in the procedures cluster o f interview s, w here principals w ere significantly
higher. The data also indicated a significantly higher value o f the background cluster for
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superintendents than fo r principals. D ifferences betw een the m ean ratings for the
procedures clusters o f exam inations and observations are generally small betw een the tw o
different adm inistrative roles and the differences are statistically insignificant.

Table 25
ComsaDSQn of the Mean Ratines of Value for Clusters of Secondary Teacher
Sdf&QQiLPrpcedures bv Administrative Role (PROCEDURES VALUE
BXEQLE)
Superintendent
mean

Principal
mean

F ratio

F prob

5.34

5 .0 6

3.3 6

.067

10.36

10.82

6.03

.014*

O bservations

5.67

5.51

.71

.4 0 0

B ackground

14.21

13.86

4 .9 6

Procedures

Exam inations
Interview s

.026*

N o te. A sterisks indicate groups were significandy different from one another at the .05
level. H igh scores represent high levels o f im portance.

Analysis.gf Data.Pertaining,& Research Question.]#
D o the ratings o f respondents, regarding the utilization o f secondary teacher
selection procedures, differ based on the adm inistrative role o f the respondent—secondary
principal o r superintendent?
A nalyses o f variance between the m ean cluster ratings o f the procedures utilization
for the tw o different adm inistrative roles w ere perform ed. The w riter w ished to exam ine
w hether differences by role existed. The data in Table 26 com pare the m ean cluster ratings
on the procedures utilization by adm inistrative role (superintendent o r secondary principal).
M eans, the F ratios, and the F probabilities are show n, along w ith asterisks that show
significandy different pairs at the .05 ievel.
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Table 26
^ L i M izaiiQ n-fQ j-Clustei^Q i ■Secondm y T eacher
(PROC E D U R E S U SA G E

BX.EQLE1
Superintendent
mean

Principal
mean

F ratio

F prob

Exam inations

4 .1 7

3.91

5.91

.015*

Interview s

8.48

8.55

.2 9

.593

O bservations

3.80

3.6 2

2.5 5

.110

B ackground

11.62

11.58

.23

.635

Procedures

N ote. A sterisks indicate groups were significantly different from one another at the .05
level. H igh scores represent high levels o f reported utilization.
The results o f the analyses reported in Table 26 show that the only significant
difference betw een the reported utilization o f superintendents to the ratings o f principals
w as the procedures clu ster o f exam inations, w here superintendents w ere significantly
higher than principals. T he analysis o f variance suggested that there w as no significant
differences betw een the m ean ratings o f utilization o f superintendents and secondary
principals for interview s, observations, and background. D ifferences betw een those m eans
w ere generally sm all betw een the tw o different adm inistrative roles.
A nalysis o f D ata Pertaining to Research Q uestion 2Q
D o the perceptions o f respondents, regarding the seriousness o f secondary teacher
selection problem s, differ based on the role o f the re sp o n d en t-se co n d a ry principal or
superintendent?
A nalyses o f variance betw een the m ean cluster ratings o f the problem s seriousness
fo r the tw o different adm inistrative roles w ere perform ed. T he w ilier w ished to exam ine
w hether differences by role existed. The data in Table 27 com pare the m ean cluster ratings
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on the problem s seriousness by adm inistrative role (superintendent o r secondary principal).
M eans, the F ratios, and the F probabilities are show n.
T able 27
Com BarisQn.Qf the Mean. Ratings o f Value for C lusters o f Secondary T eacher
Selection Problem s bv A dm inistrative Role (PR O B LE M S B Y ROLE)

Superintendent
mean

Principal
mean

Institutional

8.68

8.8 6

.68

.411

Job related

5,91

5 .7 4

.97

.3 2 6

Environm ental

6.14

6.1 7

.05

.823

Service

7.63

7 .8 4

.68

.409

Logistical

5.95

6 .0 0

.1 0

.748

Problem s

F ratio

F prob

N o te. A sterisks indicate groups w ere significantly different from one another at the .05
level. H igh scores represent high levels o f seriousness.
T he analyses o f variance suggested that there w ere no significant differences
betw een the m ean ratings o f seriousness o f problem s clusters as reported by
superintendents and secondary principals. T able 27 revealed a high degree o f consistency
betw een superintendents and principals in the perceived relative seriousness o f each
problem s cluster.
T his chapter has presented the results o f the analysis o f data by research question.
A general description o f the findings, w hich co-m ingled data from all respondents, was
follow ed by analyses w hich exam ined differences by enrollm ent size, by location, and by
adm inistrative role.
C h apter V, w hich follow s, presents a sum m ary and discussion o f the findings,
along w ith conclusions and recom m endations that m ay be draw n from these data. The
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study concludes with appendices w hich contain the instrum ent, co ^er letter, and selected
data sum m aries and w ith references.

CH A PTER V

SU M M A R Y A N D D IS C U S S IO N O F T H E FIN D IN G S,
C O N C LU SIO N S, A N D R E C O M M E N D A T IO N S
T he purpose o f the study was to ascertain w hich criteria adm inistrators regarded as
im portant in selecting secondary teachers, together with an assessm ent regarding w hether
o r not they reportedly used those criteria; to ascertain w hich procedures adm inistrators
regarded as im portant in selecting secondary teachers, together w ith an assessm ent
regarding w hether o r not they reportedly used those procedures; and to ascertain w hich
problem s adm inistrators encountered in selecting com petent secondary teachers. Further
statistical analyses w ere conducted to ascertain w hether there exist differences in
adm inistrators' perceptions related to the size o f school, w hether there exist differences in
adm inistrators' perceptions related to the location o f the school in relationship to a
com m unity w ith a population o f 25,000 or m ore, and w hether there exist differences in
perceptions by adm inistrative role—secondary principals and superintendents.
D ata for conducting the study w ere secured by sending adm inistrators a
questionnaire. A 70.18% response rate w as secured from the stratified sam ple o f 768
adm inistrators w ho served in North D akota, South D akota, and northw estern M innesota.
Sum m ary ana D iscussion o f the Findings
T he preceding chapter detailed pertinent statistical analyses organized to be
consistent w ith a series o f previously fram ed research questions. T he first five inquiries
pursued in this study w ere to ascertain w hich criteria respondents regarded as im portant,
together w ith an assessm ent regarding w hether o r not they reportedly used those criteria; to
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ascertain w hich procedures respondents regarded as im portant, together w ith an assessm ent
regarding w hether or not they reportedly used those procedures; and to ascertain w hich
problem s respondents encountered in selecting com petent secondary teachers. The m ost
highly valued criteria for the total sample were ability to relate to students and ability to get
along with others, w hile the m ost highly utilized criteria were ability to relate to students
and ability to control students. The least valued criteria and low est ranked utilized criteria
for the total sam ple w ere the N ational Teacher Exam ination score preceded by identification
w ith school district an a length o f experience. The m ost highly valued procedures for the
total sam ple w ere phone call to previous em ployer and principals involved in interview ,
w hile the m ost highly utilized procedures w ere personal references and letter o f application.
T he least valued procedures for the total sample w ere National T eacher Exam ination and lay
citizens involved in interview , w hile the least reported utilized procedures w ere National
T eacher E xam ination and audiotaped teaching lesson. T he tw o m ost highly ranked
problem s for the total sam ple w ere inadequate salary o r benefits and too few good
applicants. T he tw o low est ranked problem s for the total sam ple w ere inability o r difficulty
to arrange on site interview s and reput ition o f school/com m unity. B reakdow ns o f all o f
the item s included in the survey for research questions 1, 2, 3, 4, and 5 are included in
A ppendices H, Iv J, K , and L, respectively.
R esearch questions 6 through 10 pursued inquiries regarding w hether o r not
differences exist am ong different-sized schools. For this part o f the analysis, clusters or
fam ilies o f criteria, procedures, or problem s w ere created to perm it a different variety o f
analysis. A num ber o f significant differences w ere found betw een different-sized schools
regarding w hich criteria clusters w ere regarded as im portant and w hich criteria clusters
w ere reportedly used in selection o f secondary teachers w ith larger schools placing m ore
value and reporting greater utilization in all the criteria clusters. A num ber o f significant
differences w ere also found betw een different-sized schools regarding w hich procedures
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clusters w ere regarded as im portant and w hich procedures clusters w ere reportedly used in
selection o f secondary teachers. G enerally, larg er schools placed m ore value and reported
greater utilization for alm ost all o f the procedures clusters. A large n um ber o f significant
differences w ere found betw een different-sized schools regarding the seriousness o f the
problem s clusters. G enerally, the problem s grew in seriousness as the size o f the school
decreased.
R esearch questions 11 through 15 pursued inquiries regarding w h eth er or not
differences exist am ong variously located schools. F o r this part o f the analysis, clusters o r
fam ilies o f criteria, procedures, or problem s w ere created to perm it a different variety o f
analysis. N o differences w ere found betw een variously located schools in regard to w hich
criteria clusters were regarded as im portant and w hich criteria clusters w ere reportedly used
in selection o f secondary teachers. In addition, no significant differences w ere found
betw een variously located schools regarding w hich procedures clusters w ere regarded as
im portant and w hich procedures clusters w ere reportedly used in selection o f secondary
teachers. A num ber o f significant differences w ere found betw een variously located
schools regarding the seriousness o f the problem s d u ste rs. G enerally, the problem s
clusters grew in seriousness as the distance o f the school from a com m unity o f 25,000
increased.
T he last five research inquiries pursued in this study were to ascertain w hether or
not differences existed between different adm inistrative ro les-su p erin ten d en ts and
secondary principals. For this part o f the analysis, clusters or fam ilies o f criteria,
procedures, or problem s w ere created to perm it a different variety o f analysis. Significant
differences w ere found between adm inistrative roles in regard to all valued and reportedly
used criteria clusters in selection o f secondary teachers. Superintendents placed greater
value on all o f the criteria clusters than did secondary principals and also reported higher
utilization for all o f the criteria clusters. A num ber o f significant differences w ere found
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betw een adm inistrative roles regarding which procedures clusters w ere regarded as
im portant and w hich procedures clusters w ere reportedly used in selection o f secondary
teachers. G enerally, superintendents placed m ore em phasis on the procedure clusters o f
exam inations and background, w hile secondary principals placed greater w eight on
interview s. The study findings revealed that there w ere no significant differences betw een
superintendents and principals regarding the perceived seriousness o f the various problem s
clusters.

Conclusions
The literature review and the analysis o f the responses to the questionnaire have
produced considerable inform ation regarding the selection o f secondary teachers. From
this inform ation, several conclusions w ere draw n.
This study corroborated the idea that teacher selection is a very im portant and, at the
sam e time, enorm ously com plex activity for adm inistrators. Perceived im portance o f the
topic was indicated by the large response rate and by the large num ber o f adm inistrators
requesting a report o f the findings. C om plexity w as indicated by the m any criteria and
procedures valued and em ployed. This m ay also have indicated that m any adm inistrators
do not feel com petent o r properly trained in the im portant task o f teacher selection and that
they yearn for assistance in conducting this very com plex process.
All o f the identified teacher selection criteria and procedures w ere used to some
extent in N orth D akota, South D akota, and northw estern M innesota. W hile certain criteria
and procedures are em ployed alm ost universally, one can safely conclude that there is much
variability in secondary teacher selection criteria used and procedures em ployed.
A dm inistrators placed high value on and reported high use o f m any criteria and placed high
value on and reported high use o f m any procedures to ascertain the extent to which the
criteria exist in candidates. It appears that m any school districts are not depending upon
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one o r tw o selection criteria and procedures but rather use a m ulti-faceted (m ultiple criteria
and procedures) teacher selection process.
A dm inistrators regarded 25 different criteria as im portant o r very im portant;
m oreover, they reported that they com m only use, that is, m ake an assessm ent about, 23 o f
these criteria. The m ultiple criteria valued and the frequency o f use o f those criteria
illustrated w hy selection is a com plex and thus tim e-consum ing enterprise. M oreover, ju st
because criteria are valued and em ployed, no conclusion can be drawn that total o r even
accurate insight regarding the criteria can be assured by the procedure

em ployed.

A dm inistrators have m ixed judgm ents and m ixed practices regarding the use o f
identification with the school district as a criterion. O ne m ay conclude that som e
adm inistrators believe that people w ho grew up, lived in, o r ar

elated to som eone in the

com m unity should be given preference in hiring, w hile other adm inistrators view
identification with the school district as unim portant o r even negative and m ay value a m ore
culturally diverse o r m ore cosm opolitan teaching force.
B ecause a perfect one-to-one correspondence did not exist betw een criteria valued
and the criteria used, no direct com parison o f value and use could logically be m ade.
H ow ever, in m ost cases, relative rankings fo r value w ere sim ilar to rankings o f use fo r
corresponding criteria. For exam ple, the three criteria valued m ost highly—ability to relate
to students, ability to get along with others, and ability to control students—w ere also the
criteria reported to be used m ost frequently. A lso, the three criteria valued the
le ast-N a tio n a l T eacher Exam ination score, identification with school district, and length o f
experience—w ere also the criteria reported to be used least frequently. In a few cases,
relative ranking for value were quite different from rankings o f use for corresponding
criteria (a difference o f five or m ore places w ithin the rankings). For criteria w here a
congruence betw een value and use did not exist, three item s—honesty, ability to show
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em pathy and understanding, and know ledge and skills in current instructional
technology—were valued m ore highly than their use reflects. T hese criteria m ay have been
valued higher than their reported use because they are not easily m easured. O ther criteria
w here a congruence betw een value and use did not exist w ere three ite m s -a re a s o f
certification, level o f certification, and educational b a c k g ro u n d -w h ere reported use was
higher than their value reflected. Perhaps these criteria w ere used m ore frequently because
the procedures to m easure these criteria m ay be relatively easy, inexpensive, and not overly
tim e consum ing to adm inister.
Even though the size o f the school had an im pact on the criteria used, the location o f
the school from a com m unity o f 25,000 residents did not affect the criteria used. It
appeared that there w as a high degree o f agreem ent am ong adm inistrators o f
various-located schools concerning the value o f criteria in the selection o f secondary
teachers. T here w ere, how ever, differences am ong adm inistrators o f various-sized school
districts. G enerally, adm inistrators of large school districts placed greater value and
reported m ore frequent utilization o f the criteria clusters than the adm inistrators o f
m edium -sized or sm all schools.
There w ere differing perceptions regarding criteria valued and used when
com paring principals and superintendents. Superintendents placed greater im portance on
all o f the criteria clusters than did secondary principals. Superintendents also reported use
o f a under variety o f criteria than did secondary principals. B ecause o f the variance in
reported use o f criteria, it m ay be concluded that the criteria used to select secondary
teachers were neither well defined nor articulated and m ay be am biguous and based on the
perspective o f the individual. O ne m ay also conclude that the p ro p er criteria used in
selection o f the better secondary teacher m ay be a contentious issue.
Interpersonal skills w ere not only the criteria d u s te r m ost highly valued by
adm inistrators but also the m ost w idely used criteria cluster in the selection o f teachers.
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T his w as consistent w ith the findings o f K ing (1991) and other authorities. Even though
the literature suggested an elevation in im portance o f criteria related to teaching
com petencies, those com petencies rem ain less valued and less used in the selection o f
teachers than does the cluster o f the criteria called, in the present study, interpersonal skills.
A dm inistrators regarded seven different procedures as im portant o r very im portant
and reported that they com m only used those sam e seven procedures. The m ultiple
procedures valued and the frequency o f use c f those procedures further illustrated why
selection is a com plex and thus a tim e-consum ing enterprise. O ne could conclude that
adm inistrators do not rely on one o r tw o procedures to m easure the sophisticated profile o f
a com petent teacher but rather em ploy a num ber o f procedures to m easure various c rite ria
Procedures in the background and interview s clusters w ere the m ost highly valued
and m ost frequently used procedures. Superintendents placed m ore em phasis on the
procedures clusters o f exam inations and background, w hile secondary principals placed
greater w eight on interview s. This finding m ay be related to adm inistrative roles in the
selection process where the literature pointed out that exam inations and background checks
w ere typically view ed as a central office function, w hile interview ing w as view ed as a
function o f the building adm inistrators w here principals were typically involved in the
selection process.
R ating o f the m ost im portant criteria and procedures produced no real surprises.
A bility to relate to students, ability to get along with others, ability to control students,
honesty, and ability to show em pathy and understanding w ere criteria com m only cited in
the literature (K ing, 1991; K ow alski et al., 1992). Interestingly, how ever, the criteria that
w ere valued the m ost were criteria that are not easily m easured, such as ability to relate to
students, ability to get along with others, ability' to control students, honesty, and ability to
show em pathy and understanding. Phone call to previous em ployer, principals involved in
interview s, personal references, letters o f application, and official academ ic transcript or
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credentials w ere procedures that adm inistrators w ould be expected to use because these
procedures typically are not restricted by tim e o r m oney. It could be concluded that
procedures m ay be underdeveloped in m any school districts or not utilized because o f lack
o f training, tim e, o r o th e r resources.
Principals reportedly w ere actively involved in the interview ing o f teachers in all
sizes and locations o f school districts. A dm inistrators had m ixed ju d g m en ts and m ixed
practices regarding the utilization o f teachers in the selection process. It appeared that som e
adm inistrators valued the input o f teachers in the selection process, w hile others did not.
B ecause a perfect one-to-one correspondence does not exist betw een procedures
valued and the procedures used, no direct com parison o f value and use could logically be
m ade. H ow ever, in m ost cases, relative rankings fo r value w ere sim ilar to rankings o f use
for corresponding procedures. For exam ple, the four procedures valued m ost
h ig h ly -p h o n e call to previous em ployer, principals involved in interview , personal
references, and letter o f a p p lic atio n -w ere also the procedures used m ost frequently. A lso,
the procedure valued the least, the National T eacher Exam ination, w as also the procedure
used least frequently. G eneral congruence existed betw een the value o f the procedures and
their reported use. It appears the procedures that are least expensive in tim e o r m oney are
the procedures m ost frequently valued and used, w hile the procedures that are the m ost
expensive in tim e and m oney are the procedures least valued and used.
The problem s o f inadequate salary o r benefits and too few good applicants w ere
som etim es a problem for all school districts as approxim ately h alf and one third o f the
respondents, respectively, listed these problem s as one o f the m ost critical problem s in the
selection o f secondary teachers. These problem s appeared to plague sm aller and m ore rural
school districts particularly. O ne m ay conclude that sm all, rural district adm inistrators
perceive their districts to be less com petitive for the top talent o f teacher candidates.
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T he greatest variance am ong respondents w as associated with the top ranked
problem , inadequate salary or benefits, indicating the greatest disagreem ent am ong
respondents. T his seem s to im ply that som e school districts' salaries and benefits are
com petitive w ith others, while other school d istricts’ salaries and benefits are too low to
attract good candidates. C onversely, the low est variance was associated with the low est
ranked problem , inability to arrange on site interview s, indicating the least disagreem ent
am ong respondents. Few schools experience serious problem s with arranging on site
interview s.
L ocation did not affect criteria value o r use and did not affect procedures value or
use but did affect the seriousness o f m any problem s. Problem s, particularly jo b related
problem s, environm ental problem s, and service problem s, w ere experienced m ore
frequently by adm inistrators in sites rem ote from services. A dm inistrators from rural high
schools m ay face lim ited pools o f candidates fo r secondary teaching positions. This
suggested that factors w ithin the com m unity, as w ell as factors w ithin the school itself,
create problem s in the selection o f teachers in the rural schools.
Sm all rural schools differed from large schools in environm ent and com m unity
factors and in the seriousness and num ber o f problem s experienced in the selection o f
teachers. T he findings also suggested that procedures are less thorough in sm aller schools;
further, at least for sm aller schools at som e distance from service centers, m ore serious
selection problem s exist.
Recom m endation s
Recom m endations for Practice
The conclusions o f the study lead to the follow ing recom m endations regarding
practices in the selection o f secondary teachers:
1.

M ost adm inistrators have little or no form al training in teacher selection.

A dm inistrators should be trained in teacher selection in order to have the skills needed to
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ilect effective teachers. T he need for training adm inistrators in the teacher selection
rocess is strongly recom m ended in the literature (Kahl, 1980; Steuteville-B rodinskv et al.,
989). This study appeared to corroborate that need. School districts and universities
tou ld com bine resources in efforts involving training for adm inistrators in teacher
Section.
2. D iscussion on teacher selection betw een superintendents and secondary
r ncipals should occur frequently and regularly to facilitate unified selection criteria and
rocedures. T eachers and lay citizens should be included in these discussions. T he criteria
io p te d should be specific, well articulated, and m easurable.
3. If criteria regarding interpersonal skills are highly valued and w idely used in
le selection o f teachers, universities should develop m ore effective m eans to select
udents w ho display such skills in their teacher preparation program s. U niversities should
so w ork on the criteria associated w ith interpersonal skills in their teacher preparation
rogram s.
4. A dm inistrators placed high value on m any criteria to ascertain the extent to
hich (or the degree to w hich) the criteria exist in several candidates suggests the need for
mltiple procedures and sufficient tim e to m ake judgm ents. A dequacy o f the resources o f
m e and expense is im perative to conduct a good selection process. School districts should
love tow ard a m ore m ulti-faceted, perhaps m ore objective, and certainly legal system atic
acher selection process. "D espite the costs, efforts, tim e and probability o f error, an
fe c tiv e selection structure is an organizational im perative" (C astetter, 1992, p. 148).
:ho o l districts should develop a system atic teacher selection process w hich includes a
jfinition o f a com petent teacher for that particular position, the criteria em bedded in that
jfinition, and the procedures that can best m easure those criteria.

5. Selection criteria should be established local.lv School adm inistrators need to
■termine the qualities o f effective teachers held to be im portant in th en dr strict/school. A
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school district should identify these qualities p rio r to initiating a selection process.
M ulti-perspectives should be used in the developm ent o f the selection process and in the
selection process itself. Central adm inistrators, building adm inistrators, teachers, and lay
citizens should be included in the process o f identifying these qualities, since different
groups view the qualities of effective teachers from different view points. T hese qualities
should be the basis for establishing teacher selection criteria. It is recom m ended that school
districts involve a num ber o f people from various positions in the selection process.
6. A dm inistrators in com m unities distant from services need to be especially adept
at em phasizing the attractions o f their com m unity and school, which m ay include quality o f
life, recreational advantages, safety, and low cost. Sm aller com m unities, and particularly
those distant from service centers, m ust be cognizant o f the problem s encountered in
selection and o f their relative disadvantage in attracting candidates. Schools in such
com m unities are obliged to devote atypical effort to assure a com petitive result.
7. School districts, particularly rural school districts, experiencing insufficient
pools for selection should look at developing m ore refined recruitm ent strategies as they
com pete for quality personnel. Effective recruitm ent should include focusing on the
attractions (such as sm aller classes and a m ore intim ate faculty) o f w orking in a sm all
school.
8. If teacher selection is to be successful, securing a high degree o f m atch
betw een the value/life style o f the individual and the com m unity is an im perative. Sm all,
rural districts, especially, should m atch teacher characteristics with small school/com m unity
needs. T eachers should not only possess characteristics congruent with the needs o f the
school but also w ith life in a small com m unity. T hese districts should procure staff w ho
aied for the unic

l a m e n t o f small rural schools and com m unities. If

congruence is m issing, the teacher m ay be unhappy teaching in a school an a living in a
tow n that is undesirable to that person.
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9. W ith the principal as the instructional leader o f the building* school districts
w ould be w ise to evaluate current practices in t acher selection to ensure that principals play
an integral role in the selection o f teachers. School districts should evaluate current teacher
selection practices to ensure that teachers in the district, w ho have a personal stake and
expertise in the position, also are involved in the teacher selection process. T eachers w ho
d o not have a active role in teacher selection should seek w ays o f establishing such
practices w ithin their districts.
10. M echanism s need to be developed that perm it adm inistrators to m ake selection
decisions on the basis o f the criteria considered to be m ost im portant. For this to occur,
adm inistrators need to develop effective procedures to assess im portant criteria, such as
ability to relate to students, ability to get along w ith others, ability to control students,
honesty, and ability to show em pathy and understanding.
11. An evaluation o f the effectiveness o f existing selection practice (criteria and
procedures) in providing effective teachers should be conducted by school districts, if
necessary, in collaboration with other districts, in professional associations, o r with
universities. School districts should evaluate current secondary teacher selection
procedures to ensure that those procedures are capable o f inform ing the criteria desired for
that particular teaching position. Evaluation o f the selec tion process should be conducted
on a regular basis.
12. T he num ber one problem listed by adm inistrators w as inadequate salary or
benefits. School districts should check the attractiveness o f their teaching openings by
exam ining their districts' teacher salaries and benefits and determ ining if they are
com petitive with sim ilar school districts and oth er occupations requiring sim ilar training.
13. School districts should identify problem s incurred during the selection o f
.>etoiiu,a v iw

These problem s

cxaniinwd to determ ine their relationship to
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each other and plans should be developed and im plem ented to com bat those particular
problem s.
14. T here are a large num ber o f teachers w orking in rural schools. U niversities
should continue to provide special training fo r prospective rural educators to prepare them
fo r teaching positions in rural areas (i.e., m any assignm ents in rural districts require
teaching in tw o or m ore areas and/or directing co-curricular activities).
15. T eacher selection is an im portant function and one that should be given the
highest priority. H iring effective teachers is a long, com plicated process and sufficient tim e
and resources should be m ade available to enhance the effectiveness o f the process.
R ecom m endations for Policy
T he follow ing recom m endations m ight prove useful regarding policy in the
selection o f secondary teachers:
1. Since, as the literature and the findings in this study suggest, selection o f
teachers is an im portant and com plex task, the im perative for school districts is that clear
and coherent policies exist for the selection task and that adequate resources—tim e and
m oney—be provided to ensure that the policy can be executed. This recom m endation is
regarded as so im portant that it m ay require that other activities be postponed, reassigned,
o r even neglected.
2. Schools should establish w ritten policies fo r selecting teachers. T hese policies
should be tailored to the unique goals, values, philosophies, and needs o f the d istrict and
should be developed and regularly updated w ith the input o f superintendents, principals,
teachers, and lay citizens.
3. O fficials should assure that district policy encourages practices w hich are open,
fair, and legal. Policies sh
nepotism , are avoided.

*-•

- - r ;~
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Further Study
Based on this study, the recommendations which follow are suggested for further
research regarding the selection of teachers.
1. Further study could be conducted using the information gathered in this study
to compare various-sized schools, various-located schools, and superintendents and
secondary principals regarding the individual items in the criteria, procedures, and
problems sections. (The present study assessed, for instance, whether principals and
superintendents were alike or different in the way they valued interpersonal skills. Since
the number of items varied, no comparison could be drawn regarding the relative regard
between the clusters interpersonal skills and academic qualifications.) The data gathered in
this study could be statistically analyzed further to make those comparisons by employing
simple averaging techniques and reanalyzing results.
2. Further study could be conducted using the information gathered in this study
to compare clusters within each section-criteria, procedures, and problems. The data
gathered in this study could be statistically analyzed to make those comparisons.
3. It is recommended that research be conducted to determine whether the valued
procedures are the best means to measure the valued criteria. Such research might also
include a determination of whether the reported used procedures are the best means to
measure the reported used criteria.
4. The study should be replicated elsewhere to ascertain the generalizability of the
findings. For instance, in other regions of the country, video tapes of lessons are routinely
employed in files for teacher candidates and still in other r e g io n r

, art more

quentiy employed. Variations in practice may affect percepuons regarding both criteria
and procedures.
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5. In the p resent study, the dem ographics age o r experience w ere not em ployed.
It w ould be interesting to learn w hether o r not younger and older, less experienced and
m ore experienced adm inistrators differed on criteria o r procedures.
T his c hapter presented a general sum m ary o f the findings, conclusions, and
recom m endations for practice, policy, and furth er research in the selection o f teachers.
Since teacher selection is one o f the m ost im portant tasks conducted by adm inistrators, a
better understanding o f the criteria, procedures, and problem s o f teacher selection can serve
to im prove the quality o f instruction w ithin the schools.

A PPE N D IX A
COVER LETTERS A N D Q U ESTIO N N A IR E

Jim H aussler
1948 23rd A venue South
G rand F orks, N orth D akota 58201
February 20, 1993
D ear Superintendent:
I am currently at the dissertation stage o f m y doctoral program at the U niversity o f
N orth D akota. I am conducting a study on secondary teacher selection criteria, procedures,
and problem s am ong N orth D akota, South D a k o ta and northw estern M innesota public
school system s. T he study is being undertaken to determ ine the extent o f use and
im portance placed upon specific secondary teacher selection criteria and procedures
identified through a review o f the literature. A nother purpose o f this study is to ascertain
the perceptions o f superintendents and secondary principals concerning teacher selection
problem s.
Y our school district was random ly selected for participation in the study. I am
asking that you, as superintendent, com plete one o f the enclosed questionnaires and also
have your high school principal (or one o f your high school principals) independently
com plete the other questionnaire. A second cover letter for the principal, tw o instruction
sheets for com pleting the questionnaire, and tw o stam ped, self-addressed envelopes have
been included to facilitate return o f the com pleted questionnaires. Y our tim ely cooperation
will be m ost helpful and will be greatly appreciated.
Please do not sign your nam e on the questionnaire. As a representative o f a large
group o f adm inistrators, the return o f your com pleted questionnaire w ill help strengthen the
overall study. The five-digit identification num ber, included on each questionnaire, will be
used by the w riter to identify questionnaires that had not been returned fo r the purpose o f
follow -up. Y our responses will be confidential and no personal or district identification
w ill be used in the data analysis.
Com pletion o f this questionnaire will take approxim ately 15 m inutes. A prom pt
return o f the questionnaires w ould be greatly appreciated. Thank you for your attention to
this request.
Sincerely,

Jam es P. H au ssler
Enclosures

Jim H aussler
1948 23rd A venue South
G rand Forks, N orth D akota 58201
F ebruary 20, 1993

D ear H igh School Principal:
I am currently at the dissertation stage o f m y doctoral program at the U niversity o f
N orth D akota. I am conducting a study on secondary teacher selection criteria, procedures,
and problem s am ong N orth D akota, South D akota, and northw estern M innesota public
school system s. T he study is being undertaken to determ ine the extent o f use and
im portance placed upon specific secondary teacher selection criteria and procedures
identified through a review o f the literature. A nother purpose o f this study is to ascertain
tire perceptions o f superintendents and secondary principals concerning teacher selection
problem s.
Y our school district was random ly selected for participation in the study. I am
asking that your superintendent and you, as a high school principal, independently
com plete the questionnaires. This cover letter, an instruction sheet for com pleting the
questionnaire, and a stam ped, self-addressed envelope have been included to facilitate
return o f the com pleted questionnaire. Y our tim ely cooperation will be m ost helpful and
will be greatly appreciated.
Please do not sign your nam e on the questionnaire. As a representative o f a large
group o f high school principals, the return o f v o u r com pleted questionnaire will help
strengthen the overall study. The five-digit identification num ber, included on each
questionnaire, w ill be used by the w riter to identify questionnaires that had not been
returned for the purpose o f follow -up. Y our responses w ill be confidential and no
personal o r district identification w ill be used in the data analysis.
C om pletion o f this questionnaire will take approxim ately 15 m inutes. A prom pt
return o f the questionnaires would be greatly appreciated. Thank you for your attention to
this request.
Sincerely,

Jam es P. H aussler

Enclosure
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Survey of Opinions on Criteria, Procedures, and Problems
in Secondary School Teacher Selection
Demographic Information
Please respond to the following three items:
1. What is your school enrollment in grades
9-12? _________

2. Position
___ Superintendent
___ Secondary Principal

3. How far are you in miles from a community (city) with a population of 25,000 or more?_
Instructions
On the next three pages you are asked to respond to the importance of criteria
(characteristics you're looking for), procedures (activities you use to elicit information about
the criteria), and problems (obstacles you encounter in maldng good decisions) in the selection
of secondary teachers. You are asked to "scale" responses by circling the letters which most
accurately indicate your perceptions or opinions. You are also asked to answer a few
open-ended questions at the conclusion or each section.
In the first two sections of the instrument you are asked to circle a perceived relative value
(or importance) of the criterion or procedure and then to report whether you employ the
criterion or procedure in your practice.
KEY
N : NO
V I: VERY IM PORTANT
S: SOM ETIM ES
I: IM PO RTANT
Y: Y ES
S I: SOM EW HAT IM PORTANT
N V I: NOT VERY IM PORTANT
V A LU E OR
IM PO RTANCE

C R ITER IO N
A PPLIED IN
D ISTR IC T

EXA M FLE
1. Ability to teach two subject areas

VI

I

(

N VI

©

S

Y

(This response would be interpreted as "this criterion is only 'somewhat important' and is not a
criterion you would employ in the selection process.")
In the third section of the instrument you are asked to circle a perceived level of individual
problems associated with your selection of secondary school teachers.
KEY
N A P: NOT A PROBLEM
SP: SOM ETIM ES A PROBLEM
P: PROBLEM
MP: MAJOR PROBLEM
EXAMPLE

1. Lack of money to pursue good selection decisions.

L E V E L OF PRO BLEM
N AP

©

P

MP

(This response would be interpreted as "this problem is sometimes a problem' in the selection of
secondary teachers.”)
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FA R T O N E -C R IT E R IA
VI
I
SI
N VI

K E Y (FO R PA RTS ONE AND TWO)
VERY IM PO RTAN T
N : NO
IM PO RTAN T
S: SOM ETIM ES
SOM EW HAT IM PO RTAN T
Y : YES
NOT V ER Y IM PO RTANT
V A LU E OR
IM PO RTAN CE

l.

C R ITER IO N
A P P LIED IN
D ISTR IC T

A bility to get along with others
(e.g., students, parents, the public)...................................

VI

1

SI

N VI

Y

S

N

A b ility to relate to students.................................................

VI

I

SI

N VI

Y

S

N

1. O utgoing p ersonality......................................................

VI

1

SI

N VI

Y

S

N

I.

A bility to work with other faculty and staff................

VI

I

SI

N VI

Y

S

N

5.

Ability to show empathy and understanding to
students (e.g., special problems, special needs)............

VI

I

SI

N VI

Y

S

N

Educational background including college(s)
attended, courses taken, degree(s), grades......................

VI

I

SI

N VI

Y

S

N

r.

Level of certification...............................................................

VI

I

SI

N VI

Y

S

N

L

Area(s) of certification...................................................... .

VI

I

SI

N VI

Y

N

).

National Teacher Examination Score...............................

VI

I

SI

N VI

Y

10. Knowledge of content/subject.............................................

VI

I

SI

N VI

Y

H . General knowledge...................................................................

VI

I

SI

N VI

Y

s
s
s
s

12. Knowledge of teaching skills (e.g., learner design,
Madeline Hunter procedures, time management)........

VI

I

SI

N VI

Y

N

13. Communication skills (speaking, w riting)......................

VI

I

SI

N VI

Y

14. Appearance (e.g., neatness, attractiveness)...................

VI

I

SI

N VI

Y

15. Personal qualities (e.g., tact, poise, sense of hum or)....

VI

I

SI

N VI

Y

16. H ealth (physical and m ental).....................................

VI

I

SI

N VI

Y

17. Voice q u a lity................................................................................

VI

I

SI

N VI

Y

18. H o n e sty ...............................................................................

VI

I

SI

N VI

Y

s
s
s
s
s
s
s

19. Identification with school district (e.g., hometown
person, former employee)......................................................

VI

I

SI

N VI

Y

’0. A b ility to use teaching skills listed in #)2....................

VI

I

S!

N VI

Y

!1. High expectations of student performance.....................

VI

I

SI

N VI

Y

!2. Promptness and thoroughness of reports/assignments..

VI

I

SI

N VI

Y

s
s
s
s

!3. Knowledge and skills in using current instructional
technology (e.g., computers).................................................

VI

I

SI

N VI

Y

s

L

».

N
N
N

N
N
N
N
N
N
N
N
N
N
N
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24. Length of experience................................................................

VI

I

SI

N VI

Y

S

N

25. Q uality of experience..............................................................

VI

I

SI

N VI

Y

N

26. Ability to coach or direct in extracurricular activities

VI

I

SI

N VI

Y

27. A bility to control students....................................................

VI

I

SI

N VI

Y

s
s
s

28. A bility to stimulate interest and participation............

VI

1

SI

N VI

Y

S

N

N
N

29. List the numerals preceding the criteria listed above of the three (3) items you believe most
crucial in selecting teachers: _____, ____ a n d ______ .
30. Is (are) there another criterion (or other criteria) you believe should have been included in
the list? If so, state it (th e m ):______________________________________________________________________
PA RT T W O - PRO CED U RES
V A LU E OR
IM PO RTAN CE

PRO CEDURES
A PPLIED IN
D ISTR IC T

31. National Teacher Exam ination........................

VI

I

SI

N VI

Y

S

N

32. Teacher Perceiver Interview
(structured commercial instrument)................

VI

I

SI

N VI

Y

S

N

33. Written exercise in written expression..........

VI

I

SI

N VI

Y

S

N

34. Structured interview
(specific list of questions asked).....................

VI

I

SI

N VI

Y

s

N

35. Unstructured interview
(questions developed during conversations)

VI

I

SI

N VI

Y

s

N

36. Principals involved in the interview ............

VI

I

SI

N VI

Y

S

N

37. Teachers involved in the interview ...............

VI

I

SI

N VI

Y

N

38. Lay citizens involved in the interview .........

VI

I

SI

N VI

Y

39. Direct observation of a teaching lesson........

VI

I

SI

N VI

Y

40. Videotaped teaching lesson..............................

VI

I

SI

N VI

Y

41. Audiotaped teaching lesson..............................

VI

I

SI

N VI

Y

42. Official academic transcript or credentials.

VI

I

SI

N VI

Y

43. Letter of application.............................................

VI

I

SI

N VI

Y

44. Personal references...............................................

VI

I

SI

N VI

Y

45. Phone call to previous employer................ .

VI

I

SI

N VI

Y

s
s
s
s
s
s
s
s
s

N
N
N
N
N
N
N
N

46. List the numerals preceding the procedures above of the three (3) items you believe are most
critical in the procedural area: ____ , _____, a n d _____.
47. Is (are) there other procedure(s) you believe should be followed in a selection decision. If
so, state it (them): -------------------------- --------------------------------------------------------
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PA R T TH R EE - PRO BLEM S
NAP:
SP:
P:
MP:

KEY
NOT A PROBLEM
SOMETIMES A PROBLEM
PROBLEM
MAJOR PROBLEM
LEV E L OF PRO BLEM

48. Lack of training to make good selection decisions.........................

N AP

SP

p

MP

49. Lack of resources or capacity to assess whether criteria are met N AP

SP

p

MP

50. Absence of written job criteria or job descriptions...... ................... N AP

SP

p

MP

51. No established guidelines in system to follow ............................... N AP

SP

p

MP

52. Inadequate salary or benefits................................................................. N AP

SP

p

MP

53. Absence of specialized equipment or space which would
make job attractive............. .......................................................................

N AP

SP

p

MP

54. Jobs themselves are unattractive (too many preparations, too
many extracurricular assignments attached)..................................

N AP

SP

p

MP

55. Requirement to teach in two or more curriculum areas.................. N AP

SP

p

MP

56. Too many applicants (inundated by paper)..................................... N AP

SP

p

MP

57. Too few good applicants (insufficient pool for selection)............

N AP

SP

p

MP

58. Inappropriate preparation of many of the candidates................

N AP

SP

p

MP

59. Too much competition for top talent (out of state or in state)...... N AP

SP

p

MP

60. Reputation of school/community (e.g., high teacher turnover,
student discipline problems)..................................................................

N AP

SP

p

MP

61. Proxim ity of community to college/university............................... N AP

SP

p

MP

N AP

SP

p

MP

63. Proxim ity of community to business services................................... N AP

SP

p

MP

64. Proxim ity of community to cultural events/activities................

N AP

SP

p

MP

65. Proxim ity of community to major athletic events.........................

N AP

SP

p

MP

66. Vacancies occur at unexpected or inopportune times (e.g.,
late resignations, mid-year requests for release)........................

N AP

SP

p

MP

67. Inability or difficulty to arrange on site interview s..................... N AP

SP

p

MP

68. Necessity to make choices during the summer months when
few current staff members are available........................................... N AP

SP

p

MP

NAP

SP

p

MP

62. Proxim ity of community to medical services..................................

69. Lack of time to make good selection decisions...............................

70. List the numerals preceding the problems above of the three (3) items you believe are most
critical in the problem area: ___ , ____, a n d ____ .
71. State other problem(s) you believe exist regarding teacher sele c tio n ? ___________________

A P P E N D IX B

FO L LO W -U P PO ST C A RD
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Fellow Adm inistrator:
R ecently you received Survey o f O pinions on Criteria, P ro c e d u re s,a n d
Problem s in Secondary School T eacher Selection. T o date I have not received
an identifiable return from you. I am again requesting that you facilitate the
com pletion and return o f the questionnaire.
Y our tim ely cooperation w ill be m ost helpful and will be greatly appreciated.
M y thanks to you for assistance.
Sincerely,

Jam es P. H au ssler
(701-775-3486)

A P P E N D IX C
FA C TO R A N A L Y SIS SCA LES O N SELEC TIO N CRITERIA: V A L U E
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.Scales dffivM.&Qm-the_toor analysis computed on all selection criteria

(..VALU.E1

Sjcaks
(1)
Interpersonal Skills (responses form at ranges along a four-point scale from "very
im portant" to "not very im portant"). A lpha = .649

Discrimination Index
A bility to get along with others
A bility to relate to students
O utgoing personality
A bility to w ork w ith faculty o r staff
A bility to show em pathy and understanding

.4 5 9
.4 0 0
.3 4 4
.481
.431

(2)
A cadem ic Q ualifications (responses form at ranges along a four-point scale from
"very im portant" to "not very im portant"). A lpha = .674
Educational background
Level o f certification
A rea(s) o f certification
N ational T eacher Exam Score
K now ledge o f content/subject
G eneral know ledge
K now ledge o f teaching skills

.5 4 4
.473
.3 7 9
Exclude
.487
.383
.218

(3)
Personal A ttributes (responses form at ranges along a four-point scale from "very
im portant" to "not very im portant"). A lpha = .762
C om m unication skills
A ppearance
Personal qualities
H ealth
Voice quality
H onesty
Identification w ith school district

.4 2 6
.545
.586
.535
.539
.401
Exclude

(4)
Teaching C om petencies (responses form at ranges along a four-point scale from
"very im portant" to "not very im portant"). A lpha = .640
A bility to use teaching skills listed in #12
H igh expectations o f student perform ance
Prom ptness and thoroughness o f reports/assignm ents
K now ledge and skills in instructional technology
Length o f experience
Q uality o f experience
A bility to coach o r direct in extracurricular activities
A bility tc control students
A bility to stimulate interest and participation

.3 6 2
.4 2 0
.4 3 4
.391
.2 4 7
.357
.097
.2 9 4
.3 6 9
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Scales derived from ihe_factor a n alysis com puted o n a lls .d ec ti on_cri ten a

(1)
Interpersonal Skills (responses form at ranges along a three-point scale from "yes” to
"no"). A lpha = .446
D iscrim ination Index
A bility to get along with others
A bility to relate to students
O utgoing personality
A bility to work w ith faculty o r staff
A bility to show em pathy and understanding

.3 7 3
.4 8 4
.3 8 6
.5 0 6
.423

(2)
A cadem ic Q ualifications (responses form at ranges along a three-point scale from
"yes" to "no"). A lpha = .656
Educational background
Level o f certification
A rea(s) o f cei tification
N ational T eacher Exam Score
K now ledge o f content/subject
G eneral know ledge
K now ledge o f teaching skills

.401
.427
.3 4 6
Exclude
.433
.457
.291

(3)
Personal A ttributes (responses form at ranges along a three-point scale from "yes" to
"no"). A lpha = .786
C om m unication skills
Appearance
Personal qualities
H ealth
Voice quality
H onesty
Identification w ith school district

.4 6 2
.6 1 9
.6 1 2
.591
.5 5 4
.4 1 0
Exclude

(4)
Teaching C om petencies (responses form at ranges along a three-point scale from
"yes" to "no"). A lpha = .717
A bility to use teaching skills listed in #12
H igh expectations o f student perform ance
Prom ptness and thoroughness o f reports/assignm ents
K now ledge and skills in instructional technology
Length o f experience
Q uality o f experience
A bility to coach o r direct in extracurricular activities
A bility to control students
A bility to stimulate interest and participation

.3 9 9
.5 2 4
.467
.507
.3 4 9
.433
. 149
.301
.451
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S&fll&sjteiiyed from th e la c to r analysis com puted on all selection procedures
(VALUE)

S p a te s
(1)
Exam inations (responses form at ranges along a four-point scale from "very
im portant" to "not very im portant"). A lpha = .497
D iscrim ination Index
National Teacher Exam ination
T eacher Perceiver Interview
W ritten exercise in w ritten expression

.3 0 0
.3 7 0
.3 1 2

(2)
Interview s (responses form at ranges along a four-point scale from "very im portant"
to "not very im portant"). A lpha = .546
Structured interview
U nstructured interview
Principals involved in interview
Teachers involved in interview
Lay citizens involved in interview

.275
Exclude
.307
.4 6 6
.325

(3)
O bservations (responses form at ranges along a four-point scale from "very
im portant" to "not very im portant"). A lpha = .825
D irect observation o f a teaching lesson
V ideotaped teaching lesson
A udiotaped teaching lesson

.601
.797
.6 7 4

(4)
B ackground (responses form at ranges along a four-point scale from "very'
im portant" to "not very nnpcrtant"). A lpha = .677
O fficial academ ic transcript o r credentials
Letter o f application
Personal references
Phone call to previous em ployer

.401
.578
.5 2 9
.3 6 4
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-Scales derived from the factor analysis computed on all selection procedures

mm

Scales
form at ranges along a three-point scale from "yes" to

(1 )

no ). A lpha = .358
Di&criminatiQn Index
N ational Teacher Exam ination
T eacher Perceiver Interview
W ritten exercise in w ritten expression

.252
.245
.181

(2)
Interview s (responses form at ranges along a three-point scale from "yes" to "no").
A lpha = .452
S tructured interview
U nstructured interview
Principals involved in interview
Teachers involved in interview
Lay citizens involved in interview

.191
Exclude
.273
.377
.2 3 9

(3)
O bservations (responses form at ranges along a three-point scale from "yes" to
"no"). A lpha = .765
D irect observation o f a teaching lesson
V ideotaped teaching lesson
A udiotaped teaching lesson

.5 7 0
.7 3 6
.608

(4)
B ackground (responses form at ranges along a three-point scale from "yes" to "no").
A lpha = .608
O fficial academ ic transcript or credentials
Letter o f application
Personal references
Phone call to previous em ployer

.3 2 2
.5 6 2
.4 1 3
.3 0 4
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Skates
(1)
Institurional P roblem s (responses form at ranges along a four-point scale from "not a
problem " to "m ajor problem "). A lpha = .698
D iscrim ination Index
Lack o f training to m ake good selection decisions
Lack o f resources to assess w hether criteria are m et
A bsence o f w ritten jo b descriptions
N o established guidelines in system to follow
Inadequate salary o r benefits

.4 8 2
.561
.541
.509
.2 7 6

(2)
Job Related Problem s (responses form at ranges along a four-point scale from "not a
problem " to "m ajor problem "). A lpha = .723
A bsence o f specialized equipm ent o r space
Jobs them selves are unattractive (i.e., too m any preps.)
Requirem ents to teach in tw o o r m ore curriculum areas

.5 0 2
.6 4 9
.4 9 0

(3)
Environm ental Problem s (responses form at ranges along a four-point scale from
"not a problem " to "m ajor problem "). A lpha = .661
T oo m any applicants (inundated w ith paper)
T oo few gotxi applicants (insufficient pool for selection)
Inappropriate preparation o f m any o f the candidates
Too m uch com petition for top talent
Reputation o f school/com m unity

Exclude
.513
.4 9 6
.424
Exclude

(4)
Service Problem s (responses form at ranges along a four-point scale from "not a
problem " to "m ajor problem "). A lpha = .886
Proxim ity
Proxim ity
Proxim ity
Proxim ity
Proxim ity

o f com m unity to college/university
o f com m unity to m edical services
o f com m unity to business services
o f com m unity to cultural events/activities
o f com m unity to m ajor athletic events

.697
.712
.7 3 4
.7 9 9
.6 8 9

(5)
L ogistical Problem s (responses form at ranges along a four-point scale from "not a
problem " to "m ajor problem "). A lpha = .627
V acancies occur at unexpected o r inopportune tim es
Inability o r difficulty to arrange on site interview s
N ecessity to m ake choices during the sum m er m onths
Lack o f time to m ake good decisions

.3 2 6
.385
,4 9 6
.473

A P P E N D IX H
B R E A K D O W N O F ITEMS O N Q U E ST IO N N A IR E : RESEAR C H Q U E ST IO N 1

Research Q uestion 1
W hat secondary teacher selection criteria do adm inistrators value?

A nalysis o f the data revealed that superintendents and secondary principals in North
D akota, South D akota, and northw estern M innesota placed a very im portant value on the
follow ing 12 criteria in the selection o f secondary teachers:
*
*
*
*
*
*
*
*
*
*
*
*

A bility to relate to students
A bility to get along with others
A bility to control students
H onesty
A bility to show em pathy and understanding
A bility to stim ulate interest and participation
A bility to w ork with faculty or staff
C om m unication skills
K now ledge o f content/subject
A rea(s) o f certification
H igh expectations o f student perform ance
Personal qualities

T he 13 criteria valued as im portant by adm inistrators were:
*
*
*
*
*
*
*
*
*
*
*
*
*

Prom ptness and thoroughness o f reports/assignm ents
K now ledge and skills in current instructional technology
Health
A ppearance
A bility to use teaching skills
Quality o f experience
Level o f certification
G eneral know ledge
K now ledge o f teaching skills
Educational background
O utgoing personality
Voice quality
A bility to coach or direct in extracurricular activities

T he only criterion receiving a not very im portant mean was the N ational T eacher
Exam ination Score, preceded by identification with school district and length o f experience
in the som ew hat im portant category.
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R esearch Q uestion 2
W hat secondary teacher selection criteria d o adm inistrators em ploy9

A nalysis o f the data revealed that superintendents and secondary principals in North
D akota, South D akota, and northw estern M innesota reported the follow ing 23 com m only
used criteria in the selection o f secondary teachers:

* Ability to relate to students
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*
*

A bility to control students
Ability to get along w ith others
Area(s) o f certification
K now ledge o f content/subject
C om m unication skills
A bility to w ork w ith faculty o r staff
Ability to stim ulate interest and participation
H onesty
A bility to show em pathy and understanding
Level o f certification
Personal qualities
H igh expectations o f student perform ance
Appearance
Educational background
Prom ptness and thoroughness
G eneral know ledge
H ealth
K now ledge and skills in current instructional technology
Q uality o f experience
A bility to use teaching skills
Ability to coach o r direct in extracurricular activities
* K now ledge o f teaching skills
O utgoing personality, voice quality, and length o f experience com prised the
som etim es used criteria category. The criteria reported to be seldom used in the selection of
teachers were the N ational T eacher Exam ination Score and identification with the school
district.
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R esearch Q uestion 3
W hat secondary teacher selection procedures do adm inistrators value?

A nalysis o f the data revealed that superintendents and secondary principals in North
D akota, South D akota, and northw estern M innesota placed a very im portant value on the
follow ing 12 procedures in the selection o f secondary teachers.
T he five procedures valued as very im portant by adm inistrators w ere:
* Phone call to previous em ployer
* Principals involved in the interview
* Personal references
* L etter o f application
* O fficial academ ic transcript o r credentials
The tw o procedures valued as im portant by adm inistrators were:
* Structured interview
* U nstructured interview
T he four procedures valued as som ew hat im portant by adm inistrators were:
*
*
*
*

T eachers involved in the interview
W ritten exercise in w ritten expression
D irect observation o f a teaching lesson
V ideotaped teaching lesson

T he four procedures valued as not very im portant by adm inistrators were:
*
*
*
*

T eacher Perceiver Interview
A udiotaped teaching lesson
Lay citizens involved in the interview
N ational T eacher Exam ination
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Kssearch Question 4
W hat secondary teacher selection procedures do adm inistrators em ploy?

A nalysis o f the data revealed that superintendents and secondary principals in North
D akota, South D akota, and northw estern M innesota reported the follow ing seven
com m only used procedures in the selection o f secondary teachers:
*
*
*
*
*
*
*

Personal references
L etter o f application
Phone call to previous em ployer
Principal involved in interview
O fficial academ ic transcript o r credentials
Structured interview
U nstructured interview

Teachers involved in the interview com prised the som etim es used criteria category
and the follow ing procedures w ere reported to be seldom used in the selection o f teachers:
*
*
*
*
*
*
*

W ritten exercise in w ritten expression
D irect observation o f a teaching lesson
T eacher Perceiver Interview
Lay citizens involved in the interview
V ideotaped teaching lesson
A udiotaped teaching lesson
N ational T eacher Exam ination
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R esearch Q uestion 5

What are administrators' perceptions regarding the seriousness of certain problems
(obstacles) associated with secondary teacher selection?

A nalysis o f the data revealed that superintendents and secondary principals in N orth
D akota, South D akota, and northw estern M innesota reported that none o f the problem s
w ere rated as m ajor problem s o r a problem . The follow ing eight problem s w ere reported to
be som etim es a problem in the selection o f teachers:
*
*
*
*
*
*
*
*

Inadequate salary or benefits
T oo few good applicants (insufficient pooi for selection)
T oo m uch com petition for top talent
Inappropriate preparation o f m any o f the candidates
R equirem ents to teach in tw o or m ore curriculum areas
Jobs them selves are unattractive (too m any preps.)
A bsence o f specialized equipm ent/space m aking jo b unattractive
T oo m any applicants (inundated w ith paper)

T he rem aining 14 item s w ere reported to be not a problem:
*
*
*
*
*
*
*
*
*
*
*
*
*
*

Proxim ity o f com m unity to cultural events/activities
Proxim ity o f com m unity to m ajor athletic events
L ack o f resources o r capacity to assess w hether criteria are m et
N ecessity to m ake choices during the sum m er months
A bsence o f w ritten jo b descriptions
N o established guidelines in system to follow
Lack o f training to m ake good selection decisions
V acancies occur at unexpected o r inopportune times
Lack o f time to m ake good decisions
Proxim ity o f com m unity to college/university
Proxim ity o f com m unity to business services
Proxim ity o f com m unity to m edical services
R eputation o f school/com m unity (e.g., high teacher turnover)
Inability or difficulty to arrange on site interview s
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